o9 S0 08 &

- quts

COLLECTIVE BARGAINING AGREEMENT

BETWEEN

MCLAREN FLINT,
MCLAREN LAPEER REGION, MCLAREN
~ MEDICALGROUP, -
McLAREN HOMECARE GROUP

AND

AMERICAN FEDERATION OF STATE, _
COUNTY AND MUNICIPAL EMPLOYEES )
AFL-CIO CouNciIL 25 AND ITS LOCAL 2650
NON-TECHNICAL UNIT "

February 3, 2017 through September 30, 2021

0



085 8050030350509 000830008 9%




Y B BN 3

ARTICLE

PAGE

Preamble 1
Article 1 Definitions 2
Article 2 Recognition 5
Article 3 Management Rights 12
Article 4 Subcontracting 14
Article 5 Union Security 14
Article 6 Representation 16
Article 7 Union Officers 18
Article 8 Union Offices 19
Article 9 Definition of Employee 20
Article 10 Definition of Seniority 21
Article 11 Probationary Period 22
Article 12 Loss of Seniority 22
Article 13 Grievance Procedure 23
Article 14 - Corrective Action 29
Article 15 Evaluations 31
Article 16 Personnel File 31
Article 17 Non-Discrimination 32
Article 18 Hours of Work 33
Article 19 Shift and Regular Schedules 34
Article 20 Time Off Scheduling 34
Article 21 Daily Staff Adjustment 36
Article 22 Pulling 38
Article 23 Extra Hours 39




TABLE OF CONTENTS

ARTICLE PAGE
Article 24 On Call/ Stand By 41
Article 25 Layoff / Reduction in Hours / Recall 42
Article 26 Posting 46
Article 27 New or Changed Jobs 49
Article28 - Job Descriptions ..... 50
Article 29 Bulletin Boards 50
Article 30 Special Conference 51
Article 31 - Military Service. 52
Article 32 Drug and Alcohol Testilig 52
Article 33 - Leave of Absence 57
Article 34 - Miscellancous Fringe Benefits 64
Article 35 - Retirement Plans ' 64
Article 36 Health Insurance 67
Article 37 Dental Insurance 69
Article 38 Vision- Insurance 70
Article 39 Life Insurance 70
Article 40 Paid Time Off 71
Article 41 Short Term Disability 75
Article 42 Holidays 77
Article 43 Bereavement 78
Article 44 Call-In Pay 78
Article 45 Out of Classification Grouping Pay 79
Article 46 Shift Differential 79
Article 47 Overtime 80

2929292929999 %°2° ¢

.



TABLE OF CONTENTS

ARTICLE ' PAGE
Article 48 - Wages. ’ " 81
Article 49 - Wage Inequity — . 85
Article 50 - Pay Practices ' ' 84
Article 51 - Strikes and Lockouts e 84
Article 52 - Separablllty and Savings Clause ‘ 85
Article 53 - Supplementary Agreement . 85
Article 54 - Successor - ; 85
Article 55 - Scope of Agreement - . ‘86
Article 56 - MHG Cellular Telephones - 86
Article 57 - Duration of Agreement ' 86
Letter of Agreement Part-Tlme Status .......... eeee 88
Letter of Understandmg — Part-Time Definition ....ccceceeeeee .. 89
\ Appendix A - Wage Scales : .91
LA Appendii B — Pay Ranges e e 99

N Index ... 103

iii



{ PREAMBLE

THIS AGREEMENT is made and entered into by and between McLaren Regional Medical
Center (d/b/a McLaren Flint), Lapeer Regional Medical Center (d/b/a McLaren Lapeer
Region), McLaren Medical Management, Inc. (d/b/a McLaren Medical Group) and Visiting
Nurse Services of Michigan (d/b/a McLaren Homecare Group) (herein referred to as “the
Employer® and/or the specific subsidiary d/b/a name) and AFSCME Council 25 and its
Non-Technical Union (hereinafter AFSCME Lacal 2650 referred to as the “Union”).

The parties recognize that the success of the Employer and the job security of its
employees depends upon the parties’ success in providing and improving quality patient
service to the general public, to promote harmonious relations between the management
and employees of the Employer, to encourage mutual confidence through collective
bargaining; to improve and promote customer relations with patients, visitors, physicians,
and all other Employer personnel; to improve and promote the most efficient and
productive operation of the Employer facilities covered by this contract, establish rates of
pay, hours of work and employment conditions; and to set up procedures for prompt,
equitable adjustment of grievances. To these ends, the Employer and the Union
encourage, to the fullest degree friendly and cooperative relations between respective

representatives at all levels.

NOW, THEREFORE, the parties hereto mutually agree to substantive Articles and
Sections as follows:



Authorized Hours:

Bargaining Unit Seniority:
Bumping:

Called In:

Comparable Position:

Corporate Seniority:

Daily Staff Adjustment:

Casual/Relief/Contingent Employees:

ARTICLE 1

DEFINITIONS

'i'he number of hours a non-technical employee is
authorized and routinely scheduied to work in a

' pay period.

See Article 10 - Definition of Seniority.

The ability to displace the lowest seniority
employee in the same classification within the
subsidiary.

When an eligible non-technical employee is called
into work outside of normally scheduled hours.

These are three terms that will be called casual
throughout the language of this contract. These
non-technical employees will have no guarantee
of authorized or regularly scheduled hours.
.Casual employees shall not accrue corporate
and/or bargaining unit seniority. A casual
employee must be wiling to work all shifts,
weekends and holidays. Casual employees who
do not work at least one (1) day in thirty -(30) will
be considered as a voluntary resignation and
removed from the Employer's system as an active
employee.

A position that pays 90% of the affected
employees base hourly rate of pay at time of
layoff, is of a comparable status (full or part-time),
and is within 20 miles of the employee’'s home
address” of record or current driving distance,
whichever is greater.

Continuous length of service from the last date of
hire with the Employer, subject to re-instatement
per Article 12 Loss of Seniority.

A temporary reduction of the work force on a
particular workday with less than twenty-four (24)
hours notice.

2

| '

. 22292929992 °%9°% 2°9°°

-4 .



. el A Bl

-7

Economic Layoff.

Extra Hours Mandatory:

Flex Hours/Time:

FLSA Overtime:

Mutual Benefit Time:

Op Call:

Opt Out:
Overstaffed:
i’os'ition:

Posted Schedule:

Probation Period:

Financial layoff will be considered indefinite,

bumping rights allowed.

Hours that an employee is required to work

‘beyond those necessary .to complete
-. assignments, on-call, work performed during-

public health disasters, and internal/external
emergencies.

Employee initiated changes of start and end times
with management consent.

Federally defined status related to overtime

calculation. Employees will be desngnated as 40
hours in a workweek.

~ Approved time off without pay, without loss of

accrual of appropriate. benefits or length of
service. For all subsidiaries except MMG, MBT
should not be pre-scheduled.

When a.non-technical employee is pre-scheduled

"to beavailable to come to work outside of the
qmpldy_ee’s nomal work schedule.

" The- ability for a non-technical employee to

declare his/her inability to work mandatory extra
hours.

The situation when a unit has more non-technical
employees on the unit than are needed by the
unit.

_Job ' classificationftitle, status (full time/part
-time/casualirelief), unit, pay level, and/or

schedule.

Advance formal notice of a non-technical

. employee’s schedule for a given period of time,
" with hours and days of work defined.

For newly hired employees with the Employer,

- within the bargaining unit, shall be six (6) months

from date of hire.



PTO:

Pulling/Reassignment:

Qualifying Hours:
Seniority Employee:
Shift Differential:

Temporary Layoff:

=1
Unit: \

Paid Time Off which is accrued each pay period
based on subsidiary and employment status
designed to provide pay for time off work.

Temporary re-assignment to another unit for all or
part of a workday.

All regular and overtime worked, PTO time and
jury hours paid, paid bereavement leave hours,
meeting, orientation, and Union business hours
paid, also mutual benefit time. it shall not include
hours sold back under the cash-out option.

A regutar full-time or regular part-time employee in
a non-technical bargaining unit position who has
completed the new hire probationary period.

Additional compensation to employees who work
on the second or third shift or who work at least
four (4) continuous hours during the times
designated as the second or third shuft

Layoff less than thirty (30) days, no bumping
rights allowed.

Distinct cost center.
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ARTICLE 2
" RECOGNITION
Section A. L : "

The Employer recognizes the Union as the exclusive ba 4aining representative for a unit
of Non- Technical employees as set forth in Section C employed by the Employer at the
facilities set forth in Section D for the purpose of collective bargaining with respect to
rates of pay, wages, hours of employment, and other conditions of employment; said
bargaining unit is to be comprised of: All full-time, regular part-time, and casual
nontechnical employees in classifications set forth below.

Section B.

Excluded from the bargaining unit are all technical employees, skilled maintenance
employees, professional employees, business office clerical employees, physicians,
nurses, confidential employees, temporary employees, guards and supervisors as
defined in the Act. o . '

Section C. -

The folldwing job classifications are cove@d at the following subsidiaries and at any
other contract location upon introduction. 7 - - .

ACTIVE JOB TITLES:

Accts Receivable Clerk (Patient Acct) =~~~ - Commercial Clerk

AM Host Communication Clerk (Lapeer)
Appointment Scheduler (Clinic) Cook

Area Lead Worker Coordinator — Patient Acct.
Billing Clerk Credit Clerk

Cafeteria Cashier CS Team Leader (Lapeer)
Cardio Pulmonary Clerk (Lapeer) Customer Service Clerk
Case Mgmt Assist . Dialysis Assist

Cashijer Dietary Cashier/Aide (Lapeer)
Central Proc Aide Distribution Clk

Central Supply Tech (Lapeer) Driver I (MHG)
Certified Central Proc Aide Driver I (MHG)
Certified CS Tech (Lapeer) EEG Tech

Clerk [ EKG Tech

Clerk II Endo Tech

Clerk 1I (Clinic) Endo Tech (Lapeer)

Client Service Rep I (Lapeer)

Client Service Rep II (Lapeer)

Clin Nutri Tech

Clin Pt Scheduler

Collections Clerk



ER Patient Access Clerk (Lapeer)
Financial Counselor

Home Health Aide

Housekeeper I

Housekeeper I1

Housekeeping Aide (Lapeer)
Housekeeping Attendant (Lapeer)

| Referral Specialist (Clinic)
Inv / Physician Billing Coord

Inv Control Spec

Lab Assistant

Laundry Aide  (Lapeer)

Laundry Attendant (Lapeer)

Laundry Lead  (Lapeer)

Lead Worker Housekeeper

Library Tech

Material Dist Clk

Materials Distribution Clerk (Lapeer)
Medical Assistant

Medical Assistant (Clinic)

Medical Assi /R jonist/Insurance
Specialist (Clinic)

Medical Assistant Receptionist (Clinic]
Medical Asst (Lapeer) :
Medical Records File Clerk ’

Medication Reconciliation Tech
Monitor Tech

Nuclear Medicine Clerk (Lapeer)
Nurse Aide (Lapeer)

Nurse Asst 1l

Nutritional Service Worker
Nutritional Services Worker 1 (Lapeer)
Nutritional Services Worker II (Lapeer)
Nutritional Services Worker 111 (Lapeer)
OB Tech/Unit Clerk (Lapeer)

Patient Access Clerk (Lapeer)

Patient Inquiry Rep

Patient Mobility Aide

Patient Scheduling Clerk (Lapeer)
Patient Sitter

Pharmacy Assistant

Pharmacy Automated Systemns Tech
Pharmacy Tech

Pharmacy Technician (Lapeer)
Pharmacy Technician (MHG)
Pharmacy Technician 1I (Lapeer)

Phlebotomist
Phlebotomist(Lapeer)
Phy Ther Aide
Physical Therapy Aide (Lapeer)
Physical Therapy Clerk (Lapeer)
Polysomnograph Tech

Psych Attendant

Psychiatric Tech

Pt Care Tech

PtReg Clk

Pt Serv Rep

Radiology Aide (Lapeer)
Radiology Clerk (Lapeer)
Receptionist
Receptionist (Clinic)
Receptionist (Lapeer)
Receptionist (MHG)
o ionist /

Receptionist/ MA
Registered Polysomnograph Tech

Specialist (Clinic)

.-Senior Lab Asst

Senior Patient Scheduler (Lapeer)
Service Representative

Sr Reg Clk

Sr Verification Clerk

Staffing / Sched Clk

Staffing Clerk (Lapeer)
Storekeeper

Storeroom Clerk (Lapeer)
Surgery Clerk (Lapeer)
Switchboard Operator (Lapeer)
Team Leader

Team Leader (Clinical)

Team Leader Transporter

Tele Op / Recept

Therapy Aide previously
Transporter

Transporter (Lapeer)
Transporter / Nurse Aide (Lapeer)
Truck Driver

Tumor Reg Asst

UC/Nurse Aide (Lapeer)
Ultrasound Receptionist (Clinic)
Unit Clerk (Lapeer)

Unit Clk

Verification Clerk
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*IN-ACTIVE JOB TITLES:

Anesthesia Secretary (MHG)

Boarding Clerk (MHG)

Case Management Asst. (Lapeer) * " °
Catering Associate (Lapeer) ’

Central Supply Clerk (Lapeer)

Certified Nurse Aide (MHG)

Chemical Dependency Clerk (MHG)
Clerk I (Clinic)

Clerk I (MHG)

Clerk II (MHG)

Community Education (MHG)
Companion (MHG)

Contract Cleaner (MHG)

Cook (MHG)

Corporate Planning Assistant (MHG)
Courier Rehabilitation (MHG)

CP Assistant (Lapeer)

Customer Service Representative I (MHG)
C Service Rep ive I (MHG)

Customer Service Representative 1Ll (MHG)

Customer Services Coordinator (MHG)
Dietary Clerk MRI Asst. (Lapeer)
Dispatcher Dispatcher

(MHG) Document Clerk

(MHG)

Document Imaging Coordinator (MHG)
Electronic File Film Clerk (Lapeer)
Endo Aide

Endoscopy Technician (Lapeer) -

ER Patient Representative (MHG)

File Clerk (MHG)

File Film Clerk (Lapeer)

GAP Clerk (Lapeer)

Gastro / Pulmonary Assistant (MHG)
Graphic Services Technician (MHG)
Graphics Svcs .
Hospitality Aide

Housekeeper (Clinic)

Housekeeper (MHG)

Human Resources Clerk (MHG)

‘Intake Worker (MHG)

Inventory Control (Lapeer)
Laboratory Clerk (MHG)

Laundry Worker I

Lead Housekeeper (Clinic)

Lead Pharmacy Tech

Lead Worker Laundry

Lead Worker Storeroom (MHG)
Library Technical Assistant (MHG)

Lifeline Clerk/Installer (Lapeer)
Lifeline Coordinator (Lapeer)
Linen Aide

Linen Inv Clk

Mail Cik

Maintenance Clerk (Lapeer)
Maintenance Clerk II (MHG)
Medical Staff Secretary

Mental Health Unit Sec (Lapeer)
Messenger (MHG)

Mold Rm Tech

NA/Monitor Tech (Lapeer)
NSW Lead (Lapeer)

Nurse Asst I Nutr

Svs Wkr I Nutr

Svs Wkr Il

Operator (Clinic)

Order Entry Clerk (MHG)
Pharmaceutical l.nvem.ory Coordu.\ator (M.HG)
Phlebotomist (MHG) .
Receiving / Dispatch Clerk (MHG)
Receptionist/Clerk (Lapeer) .
Respiratory Assistant (MHG)
Restorative Tech (MHG)
Seamstress (Lapeer)

Secretary

Secretary (MHG)

Secretary Messenger (MHG)
Senior Operator (Lapeer)
Service Care Assistant (MHG) X
Shipping / Receiving Clerk (MHG)
Sleep Center Clerk (MHG)
Social Work Aide (MHG)

Sr Boarding Clerk (MHG)
Supply Room Clerk (MHG)
Telemarketer (MHG)

Trauma Registrar

Truck Driver

UC/Monitor Tech (Lapeer)
(Lapeer)

Unit Clk/ OB Tech

Unit Svs Clk

Vol/Comm Dev Clerk (MHG)
Warehouse Clerk I (MHG)
Warehouse Clerk I1 (MHG)
Warehouse Coordinator (MHG)
Wellness Clk



* The Union President will be advised of activation of any of the above listed inactive job’

classifications. Thereafter, the procedure set forth in Article 27 New or Changed Jobs
will be followed.

Section D.
The facilities covered by this Agreement are as follows:
ACTIVE WORKSITES

McLaren Lapeer Region -
1375 N. Main

Lapeer, Mi 48446

Phone Number: (810) 667-5500

McLaren Lapeer Region Physical Therapy
Center ’
1057 Suncrest Drive

Lapeer, Mi 48446

Phone Number: 810-667-5514

McLaren Flint - Davison Comm. Medica! Center
10090 E. Lippincott

Blvd. Davison, M|

48423

Phone Number: (810) 653-1130

McLaren Flint - Fenton Comm. Medical Center
2420 Owen Rd., Suite

A Fenton, M! 48430

Phone Number: (810) 496-2500

McLaren Flint - Flint Twp. Comm. Medical Center
1314 S. Linden

Rd. Flint, MI

48532

Phone Number: (810) 342-1700

McLaren Flint - Flushing Comm. Medical Center
2487 N. Eims Rd.
E..Jshing, MI
48433
Phone Number: (810) 487-3500

McLaren Flint - Flushing Women's Health
2487 N. Elms Rd.

Flushing, Ml 48433

Phone Number: (810) 487-3500

McLaren Flint - Grand Blanc Comm. Medical
Center

2313 E. Hil Rd.

Grand Blanc, Ml 48439

Phone Number: (810) 853-6400

4
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McLaren Lapeer Region Comm. Medical Center
1254 N. Main Street

Lapeer, M| 48446

Phone Number: (810) 664-4531

McLaren Lapeer Region — Metamora Comm.
Medical Center

809 W. Dryden Rd.

Metamora, MI

48455

Phone Number: (810) 678-4000

McLaren Lapeer Region - North Branch Family
Care Center

4482 Huron Street

North Branch, Mi 48461

Phone Number: (810) 688-3083

McLaren Flint - Women's Health South
1314 S. Linden Road

Flint, MI 48532

Phone Number: (810) 342-1700

McLaren Flint - Grand Blanc Occupational &
Convenient Care Center

2313 E. Hill Rd.

Grand Blanc, Ml 48439

Phone Number: (810) 953-6400

McLaren Flint - Fenton Occupational & Convenient
Care Center

2420 Owen Rd., Suite G

Fenton, Ml 48430

Phone Number: (810) 496-2400

McLaren Lapeer Region Occupational &
Convenient Care Center

1254 N. Main

Lapeer, Ml 48446

Phone Number: {810) 667-7040

McLaren Flint

401 South Ballenger Hwy.
Flint, Ml 48532

Phone Number: 810-342-2000

McLaren Flint Cancer Center
4100 Beecher Road

Flint, Mi 48532

Phone Number; 810-342-3800

McLaren Flint Bariatric & Metabolic Institute
(G-3200 Beecher Road, Suite M8|
Flint, M! 48532

McLaren Sleep Diagnostic Center
G-3200 Beecher Road, Suite Z22
Flint, M1 48532

McLaren Flint Specialty Center
G-3200 Beecher Road, Suite 02
Flint, M1 48532

McLaren Flint Family Practice Residency Center
G-3230 Beecher Road, Suite 01

Flint, M1 48532

Phone Number: 810-342-5656

McLaren Fiint Internal Med. Resudency Group
Practice

(G-3230 Beecher Road, Sulte 02

Flint, MI 48532 -

Phone Number. 810-342-5800

MclLaren Neurologic Rehabilitation Institute
(G-4466 West Bristol Road

Flint, MI 48537

Phone Number: 810-732-1980

Behavioral Health-Outpatient Services
4448 Oak Bridge Drive

Flint, Ml 48532

Phone Number: 810-342-5382

Fenton Physical Therapy & Sports Meduclne
Silver Chase Plaza

G-4045 Owen Road -

Fenton, MI 48430

- Phone Number: 810-750-2222

Flushing (Therapy Services)
3280 N. Elms Road

Flushing, Ml 48433 -

Phone Number: 810-487-3510

McLaren Homecare Group
1515 Cal Drive

Davison, M| 48423

Phone Number 1/800-451-1750



IN-ACTIVE FACILITIES:

McLaren Medical Supplies

Main Warehouse & Distribution Center
1443 Granger

Davison, Ml 48423 . -
Phone Number (810) 486-8580 -

McLaren Medical Supplies

Main Distribution Center

2284-1 S. Ballenger Highway
Flint, MI 48503

Phone Number: 1-800-451-1750
Fax Number: (810) 233-7307

Flint Showroom (Inside McLaren Flint)
401 S. Ballenger Hwy.

Flint, MI 48532

Phone Number: (810) 342-2880

Fax Number: (810) 342-2882

Kettering University Family Practice
1700 W. Third Avenue

Flint, M 48509

Phone Number: 810-341-7020

Lapeer Medical Supplies

1254 N. Main Street

Lapeer, M| 48446

Phone Number: (810) 664-7242 *

McLaren Visiting Nurse & Hospice
2335 S. Linden Road

Flint, MI 48532

Phone Number: (810) 732-3131 or
1-800-862-3132

Fax Number: (810) 7326377

Burton Showroom

4015 Davison Road

Burton, M1 48509

Phone Number: (810) 742-7579
Fax Number: (810) 742-6462

Lapeer Visiting Nurse & Hospice
237 Davis Lake Road

Lapeer, Ml 48446

Phone Number: (810) 667-0042 or
1-800-206-4806

Fax Number: (810) 667-0060

McLaren Reglonal Kidney Center
4200 Beecher Road

Flint, Ml 48532

Phone Number: 810-342-4864

10

McLaren Extended Care, Inc.
G-1069 North Ballenger
Flint, MI 48532

McLaren Weight Management Center
1254 North Main Street

Lapeer, M1 48446

Phone Number: 810-664-7070

McLaren Head Injury Program
4448 Oak Bridge Drive

Flint, MI 48532

Phone Number: 810-733-7488

McLaren Weight Management Center
4448 Oak Bridge Drive

Flint, MI 48532

Phone Number: 810-733-3278

McLaren Wellness Center
1080 Ballenger Highway

Flint, MI 48532

Phone Number: 810-342-1000

Patient Accounts

Department

Corporate Services

Building

G-3235 Beecher Road

Flint, M! 48532

Phone Number: 810-342-2219

St John Catholic Church Activity Center
PT & Wellness

505 N. Dayton

Davison, Ml 48423

Phone Number: 810-658-5631

Surgical Institute

3500 Calkins, Suite A &

B Flint, Ml 48532

Phone Number: 810-732-9760

Ballenger Village
1086 Ballenger Hwy
Flint, Mi 48532

McLaren Family Care Center
1198 N. Belsay Rd
Burton, MI 48509




McLaren Family Care Center - Imlay City
395 E. Third Street

Imlay City, Mi 48444

Phone Number: (810) 724-1085
McLaren Family Care Center Linden

319 Bridge Street

Linden, MI 48451

McLaren Family Care Center-Swartz -
Creek

4437 S. Morris Rd.

Swartz Creek, MI 48473

Timur Sumer, M.D.-Fiint
420 S. Ballenger Hwy
Flint, Mi 48532

Max Kukler, D.O.
G-3286 Beecher Rd.
Flint, MI 48532

MclLaren Family Care Center-Flushing
2521 N. Elms Rd.

Flushing, Ml 48433

Phone Number: (810) 659-7480 i

McLaren Family Care Center - Clio
4215 W. Vienna Rd.

Clio, MI 48420

Phone Number: {810) 687-6110

Dennis Lloyd, D.O.

103 E. Main St.

Flushing, MI 48433

Phone Number: (810) 659-7198

McLaren Family Care Center - Montrose
225 State Street

Montrose, MI 48457

Phone Number: (810) 6394319 -

Abeer Fayyad, M.D.

3280 N. Eims Rd.

Flushing, M! 48433

Phone Number: (810) 487-0881

11

Louinda Zahdeh, M.D.

3280 N. Eims Rd

Flushing, Ml 48433

Phone Number: (810) 487-3550

McLaren Family Care Center - Columblavule
4820 Water Street " .

Columbiaville, Mi 48421

Orestes lung, M.D.

1104 S. Linden Road

Flint, M1 48532

Phone Number: (810) 7324770

McLaren OB/GYN Associates-East Flint
1188 N. Beisay Road, Bldg. 3

Burton, M! 48509

Phone Number. (810) 743-5100

McLaren OB/GYN Associates - Flint Twp North
1010 N. Linden

Rd. Flint, MI

48532

Phone Number: (810) 732-3660

Burton Occupational & Convenient Care Center
1458 S. Center

Rd. Burton, Mi

48509 N

Phone Number: (810) 496-0900

Davison Convenient Care Center
10090 Lippincott

Blvd. Davison, Ml

48423

Phone Number: (810) 658-6528

MctLaren Family Care Center - Owosso
216 E. Comstock

Owaosso, MI 48867

Phone Number: (989) 725-6558



Saction E.

Non-technical employees at all health care provider sites either purchased or constructed solely by
the Employer, in Genesee, Shiawassee, Lapeer or Oakland counties are included. Employees of
future physician practices in said counties but employed prior to the acquisition of the practice are
excluded. Ambulatory care sites transferred to MMG as part of or as a consequence of
acquisition as described above are excluded. Excluded are all other future facilities including

affiliations.

Section F.

Bargaining unit work transferred from an existing facility covered under this contract to another
facility covered under this contract will remain bargaining unit work.

Section G.

The provisions of the Letter of Understanding regarding reorganization of Mclaren Medical
Management, Inc., dated June 2012 are incorporated herein by reference.

ARTICLE 3
MANAGEMENT RIGHTS

Section A. . o

The Employer retains all the rights, powers, functions, and authority which it had prior to the signing
of this Agreement, including those with respect to Wages. hours, and working conditions, except as
those rights, powers, functions or authority are expressly and specifically abridged, modified, or
limited by this Agreement, and then only to the extent so specifically and expressly abridged,

- modified, or limited.

Section B.

Except as otherwise specifically provided in this Agreement, nothing in this Agreement shall be
construed to limit in any way the Employer'é sole right to manage its business of patient care
efficiently, economically and compassionately, incIuding the right to:

1. Decide the nature of services, and the quantity of services; the methods of providing
services; the scheduling and routing to deliver services, the control and cost of services
provided to patients, employees and Employers; the materials and equipment to be used,
and the discontinuance or revision of any method of providing patient care services.

2. Introduce new equipment or processes; change or eliminate existing equipment and

processes, and institute technological changes; decide on the nature of materials, supplies.
or equipment to be bought or used, vendor selection, and price to be paid.

12
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1.

Subcontract or purchase any or all work or processes, maintenance and repair work, office
services, or the construction of new facilities and the improvement and/or renovation of

existing facilities. e _ '

Determine the number, location, and types of facilities; discontinue temporarily or
permanently, in whole or in part, any of the Employer’s operations; sell or close facilities in
whole or in part, move facilities operated by the Employer from one location to another;
transfer work or any of the Employer's operations in whole or in part from one facility to
another; merge, affiliate or enter into joint ventures with other entities. '

Determine the size of the work force and increase or decrease its size; to hire, assign, and
lay off employees; reduce the work week or the work day or to effect reductions in hours
worked by combining layoffs and reductions in the work week or the work day; contract for
the services of temporary employees to perform temporary job assignments.

Permit persons in the employ of non Employer entities to perform services within the facility
including persons employed by the manufacturer of equipment used in the Employer's
facility to set up, construct, and service equipment on the floor and to perform work in
connection with the installation or service of such equipment including education and
training.

Direct the work force; assign work including destinations within the Employer subsidiaries;
select team leaders and designate their duties; determine the number and composition of

. employees assigned to any operation and the number of operations assigned to any

employee; establish new job classifications including duties; qualifications and wage rates

-thereforé: modify duties, ‘qualifications and' wage rates of existing job classifications,

designate as inactive job classifications no longer utilized.

Determine lunch, rest periods, clean-up and/or dress.periods, times, determine the starting
and quitting time and the number of hours to be worked; establish and revise work
schedules, as business conditions and available work requires; and assign employees to
work overtime.

Discipline and discharge; adopt, revise and enforce reasonable working rules; maintain
order and efficiency in the facility; evaluate and determine the standards of performance
both as to cost, quality and quantity; institute, revise and/or eliminate personnel policies;
(Union President will be notified at least seven (7) calendar days prior to effective date)
create, revise or maintain Employee Committees or TQM/CQI Committees; test,
investigate, and improve individual and unit productivity, and initiate and carry out cost and
general improvement programs. o . -

Transfer and promote employees on a temporal;y or permanent basis; select employees for
promotion or transfer to supervisory or other positions outside the bargaining unit; give
special fraining to selected employees.

Non bargaining unit employees shall continue to perform bargaining unit work as in the
past; during emergencies; when unit employees are not immediately available due to
absence, tardiness, leaves of absence, vacations, etc.; in the instruction and training of
work methods or procedures; in the performance of job duties designated within their job
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classifications and/or job descriptions; to determine the extent of operational difficulties; to
determine steps necessary to maintain patient care, in the performance of developmental
work; and in the performance of instruction and/or orientation functions. - Such work -
performed shall not result 'in the layoff or termination of employment of a seniority
bargaining unit employee. .

ARTICLE 4
SUBCONTRACTING

If the Employer decides to subcontract, in whole or in part, any work performed by bargaining unit
members, the Employer will meet with the-Union. If subcontracting results in a layoff or reduction of
hours, the Employer will meet with the Union to discuss the effects of such subcontracting relative to

affected employees.

ARTICLE 6
UNION SECURITY

Section A. All regular full-ime, regular part-time, and casual non-technical employees in the./
bargaining unit as defined in Article 2, Recognition, may join the Union by paying dues to the Union
as requested to be paid by all members of the Union upon hire.

Section B. In the event a bargaining unit employee does not join or opts to not pay dues a
required to be a bargaining unit member in good standing, he/she will deemed by the Union.not in
good standing. Members in good standing are afforded all rights available to them under the Local.' i
Council, and International AFSCME Constitutions. Only members in good standing may attend and
vote at Union meetings. A member in good standing is‘a person who: ’

1. Has signed and submitted an official AFSCME Payroll Authorization/Dues Deductio'r-
‘Form to the Union. - . ) ..

2. Is not in arrears on payment of dues; .
3. s eligible to attend any Union meeting; and . ~ - -
4. Is eligible to vote on motionsfissues and contracts. '

The rights and represenfation of an employee‘who is not a member in good standing will be.
determined by the Local, Council, and International AFSCME Constitutions, and state and federal
laws, if applicable. Bargaining unit members who choose to cease payroll dues deduction will notify
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he Employer and the Union in writing. An employee shall cease to be subject to the payroll dues
deductlon beginning with the month follownng such written notloe " '

SGchon C. Payroll Deduction of Unlon Dues. Every employeé' in the bargaining unit and each
xon-technical employee newly hired into the bargaining unit will be informed of the dués paying option
defined above and the Employer will further provide all current and future employees appropriate
forms setting forth the employee's authorization of payroll deduction of dues. Copies of such forms
will. be forwarded to the Union. Upon said authon'zation the Employer will deduct from the
employee s earnings the dues and forward same to the Umon on a monthly basis. -The total amount

of. dues deducted from an employee’s eamings during a calendar year WI|| be reported to the
employee and the tax authorities on a W-2 Form at year end.

Section D. At the beginning of each fiscal year, the Employer will provide the Union with a listing of
all bargaining unit employees’ addresses and phone numbers currently on file with the Employer's

i Human Resources Department.

Section E. To the extent permitted by Iéw, an employee not in good standing who requests the
«  Union to use the grievance/arbitration procedure on his/her behalf, will be required by the Union to
pay to the Union the reasonable costs of the arbitration proceedings in advance. The Union, prior to
the inception of the grievance procedure, and also prior to the beginning of the arbitration procedure,
will advise the grievant in writing of the reasonable costs of usmg such prooedure and will have no
-abligation to proceed on behalf of the employee prior to receiving the full payment of such costs.
Moreover, should the costs of the grievance or arbitration procedure .exoeed the Union's e;tlmate of
the reasonable costs, the employee will thereafter be,liéble for any such differenée.

Section F. [ndemnification. . The Union will indemnify and defend the Employer and hold it
harmiess against any loss or claims for damages, including all legal fees that may arise out of this
-Article, including, but not limited to, the payment to the Union of any sums deducted under this Article.

Section G. Savings Clause. In the event that any provision of this Article is found to be unlawful, it
will not void any other provision of the Agreement, all of whose provisions will remain in full force and

i ’ffect The parties will agree on substitute Iaﬁguage that will effectuate the purpose of the section to
the fullest extent perrnltted by law. ’
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ARTICLE 6 .
REPRESENTATION

Section A. o ' -
The -Employer recognizes the right of the Union to designate'one (1) Chief Steward, stewards and
alternates as follows for the purpose of handling contract grievances, who shall be regular unit
employees of the Employer with at least one (1) calendar year of service. The alternate may exercise
the rights of a steward, set forth in this Article, only in the event the steward is absent from work. '

Chief Steward - The Chief Steward shall be designated by the Union. The Employer shall release the
Chief Steward, to perform official Union activities, eight (8) hours per week. The Chief Steward may
be released one (1) additional day per pay period not to exceed eight (8) hours per day. to perform
official Union activities. The release time shall be paid by AFSCME Local 2650 to the Employer on a
quarterly basis, with no loss of benefits or seniority. There shall be a review six months from the date
of ratification to determine if additional release time is needed. The Chief Steward shall coordinate
release time needed for official activities with hisfher immediate supervisor, and such time shall not
be unreasonably denied. Said hours are separate and distinct from, and shall not be included. in

(

computing, the hours limitation described in Section B of this Article.’

McLaren Flint
Up to six (8) stewards and up to six (6) altemates on the day shift.
Up to three (3) stewards and up to three (3) altemates on the afternoon/night shift.

McLaren Lapeer Region
Up to two (2) stewards and up to two (2) altemates on the day shift.

One (1) steward and one (1) altemate on the afternoon shift.
One (1) steward and one (1) alternate on the night shift.

MHG Up to two (2) stewards and up to two (2) alternates.

MMG Up to two (2) stewards and up to three (3) altemnates.

Section B.
The steward (alternate) shall conduct grievance activities on the premises only during his/her regular
working hours, unless otherwise agreed to by the parties. If grievance representation is to occt
during the -steward’s regular working hours, the steward must obtain permission from hisfher
immediate supervisor to leave hislhelf work assignment. Permission will not be unreasonably denie
and without undue delay. Upon return, the steward must notify the supérvisor. No further processing
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f a grievance as defined in this Agreement, or of a matter, which an employee is entitled to
hrepresentation and the employee, has requested répresentation shall occur until the steward is

' fé.eased Exclusive of suspension or termination, the employee will continue to perform his/her

'asslgned work until released to meet with the steward.

Stewards will be paid for time spent in Step One of the Grievance Procedure and/or for participation
during the conduct of a Weingarten investigative meeting, if requested, or pursuant to Section C, if
berformed during the'stewards regular scheduled work hours. The maximum allotted hours in any
I one (1) contract year is five hundred (500). Pay will be at the steward's straight time rate, and will not

ount toward overtime calculation.

o other Union related activity shall be carried out on the Employer premises during scheduled work
time. All contacts with bargaining unit members by any steward must occur during the non-work time
f the bargaining unit employee(s). In the investigation and processing of a grievance, the steward or

the Union shall not disrupt the operation of the Employer.

Section C. L _
The Employer will not recognize any steward or.alternate until histher name .and position have been
certified, in writing, by the Union to the Employer.

" Section D. .
Neither the Union nor any of its offi cers or any steward shall assumeé supennsory authority or advise

or direct employees to disregard the |nstructlons of superwsmn

Section E. .
.lt is agreed that Council 25 officials, in the administration of this contract, shall have access to non-
patient care areas with permission and prior notice to the Employer. The Employer may limit Council
'25 official's access in patient care areas except where access is required due to the investigation of a
grievance or a site visit in the presentation of Arbitration. Access shall not be unreasonably denied

and all requests shall be answered promptly.

Section F
An employee shall be entltled to the presenoe of a designated steward at any investigatory interview
of the employee related to one or more speclf [+ charges of mlsconduct by the employee, if he/she

) requests.

5
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Section G.
Six (6) members selected by the Umon and employed by the Employer, shall be granted up to seven -
(7) consecutive calendar days in a contract year to attend State and Intematlonal Conventions, for’ the
purpose of representing the membership. No more than one (1) member shall be from the same
Unit/Cost Center. The Local will reimburse the Employer for employees wages while attending these
Union functions. Actual lost hours spent attending conventlons, which would otherwise be the
employees’ work time, shall be considered hours worked for the purpose of computing any seniority
and benefits under this Agreement. The name(s), together with the time and date of such meetings, .
shall be submitted to the appropnate Human Resources department by the Union at least thirty (30) -
calendar days prior to the requested day(s) off. '

- gl

_ ARTICLE 7
UNION OFFICERS

4

Section A. ' C : T
The Employer shall recognize the following as officers of Local 2650 for the putposes'of release time
and reimbursement, (President or Designee, and Secretary/Treasurer).

The President of AFSCME Local 2650 shall be released for two (2) eight, ten or twelve hour days per  —
week from regularly assigned work as a fully excused absence from said work to handle Union
business at no loss of regular stréight time pay, benefits, or seniority for up to eighty (80) hours over
the bi-weekly pay period as determined by mutual agreement per pay pericd. The schedule can be

altered in the event of emergency.

The Secretary/Treasurer shall be released up'to eight (8) hours per month to carry out duties-
normally associated with this position. Said hours will be billed to the Union on a quarterly basis and

reimbursed fully to the Employer.

The Local President shall appoint the Designee, or Local.2650 Execufive Board in the event the.'
President is incapacitated. :

¢

Section B. .
It is agreed that the Employer will pay the cost of the President or demgnee s wages and benefits. |"
is understood that such time paid is for time spent in mvestugatmg grievances and grievance ‘hearings,
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Jisciplinary hearings, conferences and the preparation for hearings, conferences and arbitrations,
transmitting communications authorized as the President of the bargaining unit to the Employer or his
representatlves consulting with the Employer or his representative during the enforcement of any
- wrowsnons of this Agreement and addressmg responsnbllltles in ‘accordance with this Agreement even
though hours spent in the foregoing areas "are more or less than the hours for which paid while

‘unctioning in the Presidency capacity.

Section C. .
The President or Designee shall maintain his/her classification, title and pay grade dunng h|slher

erm(s) of office. The pay scale raises for the President's classifi cation shall continue in effect during
the term of this Agreement. At the conclusion of hisfher term-as President of the Union he/she shall
eturn to his/her former position and shift. In the event the President is not available due to short term
paid absences (sickness, vacation-1 week or longer or other short-term absences) he/she will appoint
. a designee to fill the vacancy, and provide at least two (2) weeks' notice to the Employer. The
~ Employer will pay eighty percent of the salary and benefits of the President's designee in cases of

disability or workers’ compensation. . -

/ N ARTICLE 8
UNION OFFICES

Section A. .
Office space, as desngnated by the Employer WI|| be made avallable for the purpose of conductmg

Union business at McLaren Flint and Lapeer Regxon campuses Desks chairs, telephone and filing
cabinets shall be provided by the Employer. Supplies and office expenses, such as but not limited to,
‘faxes, copy paper, file folders and computer equipment will be borne by the Union. The office space
-will be shared only between any AFSCME Locals which are already certified at the date of ratification
of this Agreement at each location. The Union has the right to install, separate from the Employer,
'telephones, intemet and other communication devices/services. The Union accepts all liability for any

‘Qeviceslservices it installs, and will pay the costs of maintenance, service and/or replacement.

.It is understood and agreed that the Employer has the right to relocate provided office space as future
business and/or operational needs dictate. Unless an emergency occurs that prevents notice, it is
agreed that the Unlon shaII be given at least mnety (90) calendar days' written notice of the

Employers decision to relocate the Unlon ofﬁoe(s)

~
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ARTICLE 8
DEFINITION OF EMPLOYEE
Table 1 — Effective through December 31, 2016 P |
FULL-TIME: PART-TIME < -
McLaren Flint / McLaren | 72-80 ppp ) 16-71 ppp o
Lapeer Region / McLaren | 3/12 per week ' |
Homecare Group 4/10 per week : : -
McLaren Medical Group 64-80 ppp 16 to 63 ppp . -
Table 2 - Effective January 1, 2017
PART-TIME PART-TIME on
FULL-TIME {Benefit Eligible) (Non-Benefit Eligible)

70 —80 hrs ppp | 40— 69 hrs ppp Less than 40 hrs ppp . -
A. DEFINITIONS }

1.  FULL-TIME - An employee regularly scheduled to work in accordance with work
schedules established by the Employer and approved as a fuII_-time -

position, pursuant to Tables 1 or 2 above.

2. PART-TIME - An employee regularly scheduled to work in accordance with work
schedules established by the Employer and approved as a part-time
position, pursuant to Table 1 above.

3. PART-TIME (Benefit and Non-Benefit Eligible) - -
) Effective January 1, 2017 - Are regularly scheduled to work in accordance
with work schedules established by the Employer and approved as a part-
time position, pursuant to Table 2 above.

4. CASUAL/RELIEF - Any employee not falling within the full-time or part-time defi- “
CONTINGENT nitions in 1, 2 or 3, above, or who is not scheduled to work on a regular
basis but is assigned or called to work as needed will be classified as '
casual employee. Casual employees shall not accrue seniority or
Employer Service Time, nor retain seniority. A casual employee must be
willing to work all shifts, weekends and -holidays. Provided work i
available, Casual employees who do not work at least one (1) day in thirty
{30) will be considered as a voluntary resignation and removed from the
Employer's system as an active employee. ‘ . -

1
5. TEMPORARY - An employee who has been hired for a specified period of time (normally.
- less than 3 months but not to exceed 6 months.) ) d

Authorized Hours- The number of hours a non-technical employee i
authorized and routinely scheduled to work in a pay period. ‘.
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ARTICLE 10
DEFINITION OF SENIORITY

~

ge/j" hn A.

Corporate senlonty is continuous length of service from last date of hire with the Employer, subject to
reinstatement as defined in Article 12 — Loss of Seniority.

Section B,

Bargaining Unit seniority is an employee’s length of servtbe in any job classification represented by
this bargaining unit, measured by the number of ..»iIrs paid pursuant to Section C of this Article.

Section C.

Seniority as set forth in Sections A-B does not include hours paid in excess of eighty hours (80) in a
pay period. Seniority as set forth in. Sections A-B above does include mutual benefit time up to eighty

hours (80) in a pay period.
Saction D.
Seniority as used in this contract is defined by Section B of this Article." ‘

Sectuon E.

Upon signing of this Agreement the Employer and the Union will initiai an up-to-date seniority list and
post a copy of the seniority list in a mutually agreed location and every three (3) months thereafter.
Any correctlons thereln must be requested, in writing, within thirty (30) calendar days after posting;
and, if not so requested the list shall become final at the end of such period. In no event shail the
Employer be ‘required to pay back-pay by reason of.the.correctlon of an error on such a list. In
addition to the seniority list, the Employer will provide a list of employee temminations and a list of

‘employee new hires during the prior three (3) months. The Employer will also provide a list of

employees on Ieave of absence durlng said pnor three (3) months

Section F.
Temporary and casual employees shall have no bargaining unit seniority. If hired on a fulI or part-
time basis, said employee shall have her/is. bargarmng unit senlonty begin once they are awarded a

full or part-time bargaining unit position.
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Section G. )
In the instances of future acquisitions by the Employer, which are covered by this contract, seniority
shall commence at date of acquisition, unless mutually agreed to otherwise by the Employer and th~

Union.

CARTICLEM1 .
PROBATIONARY PERIOD

Section A.

The probationary period for newly hired employees with the Employer, assigned within the bargaining
unit, shall be six (8) months from their date of hire. During the probationary period, the Employer shall
havé the sole right to discharge, discipline, transfer, or layéff said emplbyees for any reason without
regard to any provision of this Agreement and no grievance'is to be filed with respect to any of these
actions. There shall be no bargaining unit seniority among probationary employees.

To offer feedback to newly hired employees, the Employer reserves the right to periodically evaluate
said employees during a probation period, and will perform one (1) .evaluation on said employees
prior to their reaching six (6) months from their date of hire. The Employer shall not be prevented from
taking personnel action against a probationary employee regardless of whether or not a written
evaluation issues. Employees who are re-hired ‘shall begin a new probationary period. ’

Section B.

A probationary employee shall have no seniority until she/he has completed her/his probationary
period. Upon completion of the probationary period, she/he will be credited with seniority from the first
date of hire and will be so entered on the seniority list.

ARTICLE 12
LOSS OF SENIORITY

A non-probationary bargaining unit- member shall lose seniority and be considered to have resigned

as an employee if she/he:

1. Resigns, takes a non-bargaining unit position, or quits unless helshe is rehired within twelve
(12) months. (Applies only to first resignation, transfer to non-bargaining unit position, or quit
thereafter, automatic loss of all seniority and loss of employee status). ’

22
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2. ls discharged for proper cause.

. 3 - Absent without notification {no-call, no—show). for three (3) consecutive scheduled work days
-+ . and does not notify her/is -supervisor with an excuse acceptable to the Employer within said
~three (3) day period.

4. Loses or otherwise does not maintain a required State of Michigan License or appropriate
certification as defined in the job description for a period of greater than thirty (30) working
days. The employee will be suspended without pay for a maximum period of 30 work days or
until receipt of appropriate licensure/certification, whichever is less.

5. Retires.

-~ 6. Does not return from a layoff on the date scheduiled by the Employer. The Employer will give
the employee not less than three (3) calendar days notice to return to work. This notice will be
by telephone or return-receipt certified mail to the last address and/or telephone number listed
in the Employer's records, provided the Employer can prove receipt of notice.

7. s on layoff for a period of.two (2) years-or length of seniority at time of layoff, whichever is
less.

‘8. Does not reiurn to work at the éxpiration of a leave of absence or fails to secure an extension
from the Employer prior to the expiration of the leave.

) 9. ~ Works at any job or erﬁpioymeni during a granted period of leave of absence. This shall not
include any job or employment already held at the time the. leave begins except that the
employee cannot increase the tems qf such employment during the leave pericd.

10. Is off due to illness or accident of any kind for a period of two (2) years or length of seniority at
time of illness or accident, whichever is less.

 ARTICLE 13
GRIEVANCE PROCEDURE

Section A. 4

A grievance is a claim by an employee in the bargaining unit or by a group of such employees, that
there has been a violation of a provision of this Agreement. If any such grievance arises during the

-
term of this Agreement, such grievance shall be submitted to the following Grievance Procedure.

~

. Section B.

~ It ,i_s‘the intent of the parties hereto that the procedure set forth herein shall serve as the means for the
peaceful settlement of all disputes_ that may arise between’ them concerning the interpretation or

v application of the Agreement, (without any interference with normal operations of the Employer).

23
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Employees, the Union and the Employer-are required to follow and use this procedure in case they

have any grievance conceming the interpretation or application of this Agreement if any, including'_
any written amendments hereof or supplements hereto. ; .
Section C.

Any individual employee or group shall have the right to file and present a grievance in accordance
with this Agreement. A designated employee representative of Lonl"iJnion 2650 has the right to be
in attendance at any meeting regarding such a gnevanoe However, the employee may spec1f' cally
request, in writing, that said representative not pamclpate in Step 1 of the Grievance Procedure.
Further, an employee shall have the right to settle or withdraw his/her grievance but without prejudlce

through Step 2 of the grievance procedure without Unlon approval.

Section D.

No settiement of a grievance shall be made which is inconsistent with any of the provisions of this
Agreement. The Union and the Employer shall not be bound by any precedent in the settlement of
any individual grievance unless the Union and the Employer have expressly agreed to such

settlement.

Section E.

Pre-Grievance Step

In situations where disputeé "arise concerning the interpretation or applicatian of this Agreement,
individual non-technical employees are enooul;aged to discuss their concems with their manager to

< < sempt a resolution of the dispute'. A representative of the Union shall be permitted to be in

attendance at such discussion, if requested by the employee. No resolution of such individual dispute
shall be made which is inconsistent with any of the provisions of this Agreement, and such resolution
shall not be precedent setting. [f the employee chooses to utilize the Pre-Grievance Step, the
employee will meet with their manager within three (3) working days from the time the employee
knew -or should reasonably have known of the‘alleged contract violation. In the event the Pre-
Grievance Step does not satisfactorily resolve the dispute, a Step One written grievance may be filec
within five (5) working. days of the pre-gnevanoe meeting and pursuant to the provisions of the
Grievance Procedure. In the event the Pre-Grievance Step does not take place a written gnevance
may be filed pursuant to the provisions of the Grievance Procedure at Step One. ’
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S'fe"g" One: An employee or group of employees must present his/erftheir grievance to his/her/their
desibnated supervisor/manager within five (5) working days of the time an employee knew or should
reasonably have known of the alleged contract violations. If the employee or group of employees
nilize\d‘ the Pre-Grievance Step in a timely manner, they must present his/her/their grievance to
hlslherlthelr designated supervusorlmanager within five (5) working days from the Pre-Grievance Step
neetlng The grievance must be submltted ona gnevance form prowded by the Union. It shall name
the employee(s) involved, shaII state the facts glvrng rise to the grievance, shall identify the provisions
f this Agreement alleged to be violated by appropnate reference, shall indicate the relief requested,
and shall be srgned by the employee or the de5|gnated employee representative of Local Union 2650.
The department Director or facility head or their designee, whichever is applicable, shall provide the
employee, and the designated employee representative of Local Union 2650 an answer, in writing, no
later than ten (10) working days after receipt of the written grievance. Grievances for FMLA,
terminations, and new or revised Human Resource policies may be submitted at the Step ;l'wo level.
Settlements reached-at Step One are non-precedent set_ting. ‘

‘I:'"Steg Two: If the grievance is not resolved in Step One, the employee and/or Union shall, within ten

110) working days after receipt of the answer in Ste* 6ne, appeal the grievance to the Human
Resources department. The appeal shall be in writing and signed by the Grievant and the Union
Steward or Local Union President, and it shall specify the basis of the appeal. Within ten (10)
working days after receipt of the appeal, a Human Resources representative will schedule a meeting
‘wnh the Grievant, the Local Union Presldent or histher designee, and a Council 25 representative
)provrdrng said representative elects to attend. . A Human Resources representative shall tender
hisfher decision to the employee and designated e_mployee representative of Local Union 2850 in
writing within ten (10)-working days thereaﬂer.: Multiple grievanoes involving an identical issue may
‘be considered together at Step Two by mutual agreement of the parties. o

Stop Three:  If the grievance is not resolved ‘at Step Two, the Union shall, within-ten (10) working

days after receipt of the Step Two answer, file an appeal with the Human Resources department to
submit the matter to arbitration. The Arbifrator will be selected from the following panel during the
term of this Agreement: Kathleen Opperwall, Kethr'yn VanDagens, Mark Glazer and Earlene Baggett-
Hayes.' The initial rotation order of tﬁe panel will be determined by lot. Thereafter, arbitrators will be
selected according to that retation order. ' The written grievance shall then be arbitrated by the
arbitrator in accordance with the Voluntary Labor Arbitration Rules of the American. Arbitration
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Association. - If an Arbitrator is no longer available the parties will select a new Arbitrator by mutual
agreement. ’ '

Within forty-five (45) calendar days of the date the written appeal to arbitration is filed with the I{!Ll,man
Resources department, Council 25 will provide written notice to the appropriate Arbitrator of his/her
assignment, providing notice to the Corporate Director of Labor Relations, and the grievance will
proceed to arbitration. If such notice is not timely provided to the Arbitrator and the Employer by
Council 25, then the grievance will be considered settled on the basis of the Employer's last written
response to the grievance.

Section F. .

Either party can request to meet in a pre-arbitration meeting in an attempt to resolve the matter prior
to the date of hearing. The meeting would be scheduled within forty (40) days of the Arbitration
hearing and would be conducted solely between a Council 25 Representative, the Corporate Director
of Labor Relations or his/her designee, the Local Union President or his/her designee, and a Human
Resources representative.

Section G. : : -

Powers of the Arbitrator. The Arbitrator shall be empowered, except as his/her powers are limited
below to make a decision in cases of alleged violation of the specific Articles and Sections of thic
Agreement. ‘

1. He/she shall have no power to add to, subtract from, disregard, alter, or modify any of the
terms of this Agreement. )

2. He/she shall have no power to establish wage scales or change any base wage rate, or rule or
decide questions of health and safety or relative to any Retirement Plan, or supplements
hereto/or to specify the terms of a new agreement. The arbitrator shall not have jurisdiction to
modify any written amendments hereof or supplements hereto, or to specify the terms of a new
agreement, or to substitute hisfher discretion for that of any of the parties hereto or to exercise
any of their functions or responsibilities. If the grievance concerns matters not so within the

jurisdiction of arbitration, it shall be retumed to the parties without decision. -
3. The Arbitrator is to issue his/her Award within thirty (30) days' of the close of the hearing,
unless mutually extended by the parties. It is agreed an Award will not be invalid due to late
issuance.
# -
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mere shall be no appeal from an Arbitrator's decision. It shall be final and binding on the Union, its
N
“menbers, the employee or employees involved, and the Employer, unless rendered outside the
. ~, . . - . . . N

_scope of his authority.

Section |. .
Multiple grievances involving an identical issue may be presented-at an arbitration hearing by mutual

agreement of the parties.

Section J.

The expenses of the arbitrator will be shared equally between the parties. Each party will pay the
sxpenses of their representatives, witnesses and attendees, and such other expenses as that party
may incur. Actual lost hours spent at that arbitration hearing which would otherwise be the
3mployees work time shall be considered hours worked for-the purpose of computing any seniority

and benefits under the Agreement.

Section K.
All grievances must be filed in writing within five (5) working days from the date the alleged violation
occurred, or will be deemed waived. The Employer shall have the right to file a grievance at the Step
Two level by filing same with the AFSCME. Council 25 Representative and to thereafter process the
grievance to Step Three arbitration if necessary. Any grievance not filed within the prescribed time
limit or not advanced to the next Step by the moving party within the time limit in that Step shall be
deemed abandoned. If the non-moving party does not answer a grievance within the time limits
prescribed in this Article, the grievance will be considered automatically referred to the next Step of
" the G_rievande Procedure. Time limits may be mutually‘gxtended by the I_Employer and the Union in -

'V\_rriting; then the new date shall prevail:

.Section L. - ) .

No financial claim made by or on behalf of any»employee. shali be valid for any period of time more
than two (2) pay periods prior to its presentation at Step One of the written grievance procedure,
except that in the case of a grievance conceming an employee’s discharge or disciplinary layoff no
financial claim shall be valid for more than two (2) pay periods prior to its filing with the Human
Resources department as specified in Section E Step Two of this Article. This section shall not apply

to recalls from layoff not in compliance with this Agreement.
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1. Ali claims for back wages shall be limited to the amount of wages that the employee woul
otherwise have eamed at his/her regular rate, less any unemployment or other compensatic
that she may have received from any source during the period of back.pay except earnings
that would have otherwise been eamed. (E.g. second job already held by Grievant at tirﬁe of
discipline and then credited to the hours and rate of pay held at time of discipline).

2. No decision in any one case shall require a retroactive wage adjustment in any other case,
unless such case has been designated as a representative case by mutual written agreement
by the parties.

Section M. . )
Any grievance which arose prior to the effective date of this Agreement shall be processed under the
3

former Collective Bargaining Agreement.

Section N.
Any agreement reached between the Employer and Union representative(s) is binding on all
employees affected, and cannot be changed by any individual employee.

Section O.
For purpose of this Article, working days shall be Monday through Friday, exclusive of contract
holidays. ’

Section P. .
An employee whose grievance shall have been processed in é timely fashion and who shall have
taken a timely appeal, under the Internal Appeal provisions of the Constitution of Council 25 of the
Union, from a decision of thé Union not to process the grievance further and who shall have
simultaneously notified the Employer, in writing of such appeal, may have his/her grievance
reinstated if such appeal shall result in a dgcision in the gmployee's favor; provided, however, the
Employer shall have no liability for any back pay or benefits for the period of time between the
" Union's decision not to process the grievance further through the completion of the appeal. The Unior.
shall notify the Employer promptly if a grievance appeal is granted by the Union, and arbitrafion of the
' grievance will be pursued.

Section Q.

Neither the Employer nor the Union will discriminate againsi, iniimidate, restrain or coerce any
employee because of or with respect to his/her participation in the grievance procedure.
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e "Employer will provide an area where the Grievant, and his/her representatrve and/or the Council

25 Represenlatlve per Step Two can dlscuss gnevances in private.

ARTICLE 14
CORRECTIVE ACTION

Section A.
I'he partres recognize the unique characteristics of the Employer and the importance of maintaining a

1lgh standard of conduct among all employees. ' If the Employer has reason to formally discipline a
seniority employee, it shall be done in an area away from other employees, patients, or the public.

Section B.

.Aomective action has been established to- provide progressive disciplinary guidelines, when

employees fail to meet the Employer's standards, policies, or procedures.- Progressive discipline will
)e used with the intent of correcting inappropriate conduct which occurs while on the job, or on the
Employer's property or at the Employers sponsored employee events. Progressive discipline may

also be used to correct job performance deficiencies.

3ection C. Procedure.

The Employer will dlsclplme employees for just cause and wrthln a reasonable timeframe.
Progressive discipline may be issued at an appropriate level based on the circumstances surrounding
the. mfractlon the nature and severity of the offense, the employees past records and previous
history of discipline. Generally, depending on these factors, each infraction builds upon the last one
committed and the employee progresses to the next step of corrective action with each succeedmg

offense. Discipline generally becomes more severe as vrolatlons continue to occur.

l5rogressive Discipline Steps
The following steps represent the sequence of disciplinary action for-most types of violations. When
the nature of the violation warrants it, the sequence may be initiated at an advanced step up to and

including termination.

Step 1 Written Record of a Verbal Wamlng
Step 2 Written Waming
Step3 . Suspension
Step 4 Temination
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Although the nature of the program is progressive, major infractions may warrant immediate
suspension or discharge. The Employer reserves the right in each .particular case to determin@®

= e
whether progressive discipline will be used, at what level, or whether the infraction comn’\:itged“

I

warrants immediate suspension or discharge.

Active Discipline Process _I
If corrective action has been initiated, the employee's record of active progressive discipline is

considered to be a rolling twelve (12) month period. Additional infractions within the rolling twelve (12) —
month period may result in the next step of progressive discipline.

Section D.
It is recognized that the Employer has the authority to adopt and revise work rules, both minor anc’
maijor, including policies related thereto and to enforce same.

Section E. .
The Employer will serve a copy of adopted or revised work rules and/or policies related thereto upor
the Union and its Local President at least seven (7) calendar days prior to its effective date. The
reasonableness/application of said work rule(s) may be grieved per the contract grievance procedure.

Section F.

1. The Employer will notify the Union President either in writing, via fax, e-mail or voice mail ofa  _
written waming, suspension, and/or or termination by the end of that shift, if possible,
otherwise within forty-eight (48) hours of the written warning, suspension or termination.
Failure to timely notify will in no manner adversely affect or impact the merit of the writter
waming, suspension, or termination.

2. The seniority employee will be given a copy of the discipline.

Section G.

An investigation prior to disciplinary action is expected. During the investigation, an employee shah
have the right to request to have his/her steward present. If such request is made, then before ar
employee is required to make any statements pertaining to his/her possible misconduct, the
employee shall have the opportunity to discuss the matter first with his/her steward.. v s

‘ut bt s

Section H. ' -

In taking disciplinary action, the Employer shall not take into account any incidents which occurred

more than one (1) year previously from the date of the current incident but can review an employee’ l
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,ntire work history to assist in assessing the potential mitigation of penalty at the termination step.
\ny period in which the employee is on an approved leave of absence or other similar break in
serwce does not count as service time for purposes of defining the time period during which

orrectlve actions remain active.

\ection l.
AIl disciplinary action shall be subject to the grievance procedure, however, oral or wntten reprimands

shall not be subject to arbitration.

ARTICLE 16
EVALUATIONS

Employees will nomally receive a performance eppraisal during their probationary and orientation
seriod, and annually thereafter. All performance appraisals will be presented to and discussed with
the employees directly by their Manager or designees of their respective units.

Employees shall acknowledge such evaluations by signature; however, such signaturee will imply
1either agreement nor disagreement with the evaluation. Upon request, a copy of such evaluations
shall be given to the employee at the time the evaluations are made. The employee may include up
o a five (5)-page response, which response does not constitute a grievance to be processed per the

contract Grievance Procedure.

ARTICLE 16
PERSONNEL FILE

The Employer will maintain a personnel file for each employee. The personnel file will be located in
_the Human Resources Office. There will be only one personnel file for each employee.

sectlon A.

Employee Right to File. The employee will have the right, upon request, to examine his/her own
personne! file. A member of the Human Resouirces Office staff may be present when the employee
inspects said file and the employee may be accompanied by a member of the Union if he/she desires.

At the employee's request, the Employer will reproduce any materials in his/her personnel file for the
excluswe use of the employee at the prevallmg cost of dupllcatlon
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The employee will have the right to add to his/her personnel file materials which attest to hislhgr' /.

proficiency and experience. Such materials shall testify to the successful completion of any course,
A
seminar, or other program that increases or broadens the employee’s qualifications for any

Corporation position.

in no event shall an employee’s medical files or grievance forms and/or decisions regarding such

grievance forms be contained in their personnel file.

The employee has a right, upon request, to examine his/her department file. Said request should be
in writing and submitted to the Human Resources debartment. ’

Section B.

Employee Notification. If an employee disagrees with information contained in the personnel file,
the employee may submit a written statement explaining”hislher position which will become a part ol
the file for the same period of time as the disputed material. '

Section C.
Non-Job Related Information. Information not related to the employment relationship shall not be
placed in an employee's personnel file without the employee's consent.

ARTICLE 17
NON-DISCRIMINATION

The Employer agrees that there shall.be no discrimination in the application of this Agreement
because of race, color, national origin, age, sex, sexual orientation, marital status, height, weight,
religion, disability, genetic information, veteran status or ‘any other protected status not related to
ability to perform essential functions of the job.

s

The provisions of this Agreement will be applied by the Union in a manner that does not violat{ he
civil and protected rights of employees under state and federal law.

All references to “she” or *he” in the Agreement shall refer to both males and females.
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. ARTICLE 18
} ‘ HOURS OF WORK

Soctl;in A

1. Work Day and Work Week Definition.

: The work week will consist of seven (7) calendar days starting on Sunday of each week.
Work week hours for full-time employees shall generally be either eight (8) hours a day to a
total of a forty (40) hour work week (5-8's). Or, ten (10) hours a day for a total of a forty (40)
hour work (4-10’s). Or, twelve (12) hours a day for a total of a thirty-six (36) hour work week
(3-12's). Or, flextime with daily variable start and stop- times meeting department staffing
/ requirements for a total of a forty (40) hour work week. It is recognized that the normal work
week(s) noted above does not apply to all full-time employees in the bargaining unit. Further,

the definitions do not impact scheduling on an eight (8) and eighty (80) basis.

2. Shift Definition: _

A number of the Employers' operations are conducted on a twenty-four (24) hour per day,
seven (7) day per week basis. A$ a result a wide range of shifts are used to meet the
Employer's operational needs. Shifts will be defined for the purposes of scheduling, job

posting, and pay administration.

Section B. ) . . . o .
There are no normal workdays or work hours for contingent/casual/temporary employees. Hours to
be worked by such employees shall be determined at the sole discretion of the Employer.

.Section C.

1. Rest Periods:

A paid fifteen-minute rest period will be scheduled for employees working in excess of a four
(4) hour shift. Normally, employees will be allowed one (1) fifteen minute rest period during the
first half of his/her shift and one (1) fifteen minute rest period during the second half of his/her
. shift. Rest periods cannot be combined together in conjunction with a lunch period or used at
/ the beginning or the end of a shift unless agreed between the employee and the immediate

supervisor.

2. Meal Period: i
Employees shall be scheduled for an unpaid thirty (30) minute meal period, normally in the

J middle of their shift for all employees scheduled for seven (7) hours or more a workday.
However, if an employee is required to work and cannot take thirty (30) minutes of duty free
) lunch, the meal period will be considered as hours worked unless commensurate time-off is

granted by the end of that shift.

) 3. Rest Periods and Meal Periods should be taken away from the work station.
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Employees who are in orientation, or currently in extra hours are excluded from being
mandated.

Mandatory Extra Hours.
Management will continue to seek replacement staff for the mandated employee. Mandatory

. extra hours will occur only after all other means of obtaining staff have been exhausted. First-

shift will be mandated to second, second to third, and third to first. All mandated hours will
be paid at one and one-half (1.5) times the employee's regular pay rate.

Opt Out of Mandatory Extra Hours.

Each unit/cost center will establish a logbook that includes a listing of its employees in order
of bargaining unit seniority (low to high) for purposes of determining mandated “tums”.
Mandatory extra hours will be rotated utilizing the logbook and classification required:
Recording of mandatory extra hour tums in the logbook will be. the responsibility of the
employee mandated and/or manager. Refusal to comply with mandatory extra hours may be
subject to progressive corrective action. . .

Employees may opt out of mandatory extra hours 1 time every six (6) months (January 1-
June 30 and July 1- December 31) without being subject to disciplinary action. In order to
exercise the option to opt out, the employee must declare his/her inability to work mandatory
extra hours. Mandatory extra hours opted out by the employee shall be treated as a “turn” for
the mandation rotation purposes. »

If an employee exercises their opt-out of mandatory extra hours option, the extra hours will
be offered to the next employee on duty in the logbook. Once an employee has agreed tc
work the mandated extra hours, the next incident of éxtra hours shall be offered to the next
employee in the logbook following the employee who chose to work the mandatory extre
hours. ) B i .

At facilities with one (1) employee on duty in the needed job classification, no opt out optiot
is allowed. If all employees have chosen to opt out of mandatory extra hours, the least senior
employee shall be mandated to work. If it is necessary to mandate more than one (1

employee per occurrence or shift, and all available employees have opted out, the leas:
senior eligible employees will be required to work. '

Section E. Department - Extra Hours - Posted Schedulé.

1.

Employees can volunteer for additional hours to cover open periods on the posted schedule.
Additional hours will be assigned in advance, if possible. :

A volunteer sign-up roster will be maintained to corfelate to the department scheduling
period. Employees can indicate preference by date and shift. No call-in pay, reporting pay
or short notice pay obligation can resuit.
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'3 Selection will be made from among volunteer part-time  and/or full-time - employees in the

\ needed job classification within the department able to perform the needed work whose

' added hours will not result in overtime costs. If there are insufficient full-time and/or part-time
volunteers the extra hours will be offered to casual employees.

. 4. Ifthere is an excess number.of qualified volunteers, then selection would be by bargaining
unit seniority (high to low) of volunteers whose working extra hours will not result in overtime
cost. _ o . R -

5. If there is an insufficient number of volunteers for whom the extra hours would not result in
overtime, then selection would be made from among those full-time and part-time volunteers
for whom the extra hours would result in overtime by bargaining unit seniority (high to low)
and then by casual volunteers. | o ’

6. If there are no volunteers or an insufficient number of volunteers, assignment will be by job
classification - within the department among full-time and part-time employees by inverse
order of bargaining unit seniority (low to high) or a casual employee.

ARTICLE 24.
- ON CALL/STAND-BY

Section A. To provide a method for corpensating Non-Technical-employees who are required to
be available to work hours other than those regularly scheduled, the Employer recognizes stand by
duty pay (on call) Thls is to compensate for the inconvenience associated with-being scheduled for
stand-by. The time worked once the employee is called in does not count as on call time.

\

Section B, Stand-By Duty Pay (On Call).

On call shall be by the needed classification within the umt Utilization of such on call employees
shall first be by volunteers, highest to lowest seniority. If there is an insufficient number of volunteers
to cover the required call, then on call will be mandatory by bargamlng unit semonty in the needed job
classmcatlon. lowest to highest bargammg unit seniority, or on-rotation basis. If the department
director, manager or supervisor assigns the‘employee to be on call for a predetermined length of
time, the stand- by duty pay rate will be $4.00 per hour. :

Section C. On call is not con5|dered pay for time worked and will not be included in calculations
used to establish overtime compensation; nor shall such hours count as service hours.
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Section D. Response Time.

When on stand-by/on call, the employee must be available by phone or pager, to report to the ug',’rf '

. . /
ready to assume an assignment as soon as possible but not to exceed forty-five (45) minutes from
notification, unless other arrangemerits are made. An employee failing to remain on contact status or
who does not report when contacted, forfeits the on call pay.

ARTICLE 26
LAY OFF/REDUCTION IN HOURS/RECALL

Section A. Purpose. To provide a consistent process for implementing layoffs in excess of thirty
(30) consecutive calendar days and scheduled hours reductions in excess .of thirty (30) consecutive

calendar days.

Section B. Provisions. Layoffs, including those resulting from subcontracting, will be implemented
according to the procedures described below. The provisions of this Article apply to all AFSCME
Local 2650 Non-Technical employees. Those employees who have not completed the new hire
probationary period are not eligible to have their service time reinstated with the Employer.

Section C. Procedure. Whenever the Employer determines a layoff or scheduled hours reduction
is necessary for a specific department/unit, the number of hours and/or positions, and the specific
classifications to be eliminated or affected in a department/unit, and whether to implement a layoff,
hours reduction, or combination of both will be determined by the Employer.

The Employer will maintain separate lists for seniority regular full-time and seniority regular part-time
employees based upon the individual's bargaining unit hours which will be applied between
employees at the affected department/unit and subsidiary as noted hereafter.

The determination of which employees will be affected will be ‘made by the Employer in accordance
with the provisions of this article. Affected employees will be identified from the employees in the
affected positions and classifications in that department/unit.

1. The Employer will seek volunteers for layoff or reduction in hours, whichever is applicable
within the affected department/unit and job classification. A seniority volunteer accepts the
tayoff or reduction of hours until recalled per the provisions of this Article. If there is an excess
of volunteers then selection will be by seniority (high to low). An employee who volunteers fo

 layoff or reduction in hours does so for the balance of the layoff or reduction in hours.
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. 2. If there is still a need to reduce staffing levels, the Employer will then reduce the scheduled

hours of andlor terminate the employment of temporary employees in the identified
classification(s) in that department/unit. ’ .

If there is further need to reduce staffing levels, the Employer will then reduce the hours of or

. terminate the employment, as the Employer deems appropriate, of those full-time and part-

time employees in the identified ‘classification(s) -in that department/unit who have not.
completed the new hire probationary period. .

_ If there is further need to reduce staffing levels, the Employer will then reduce the hours of or
layoff those full-time and part-time employees in the identified classification(s) in that
department/unit who have completed their new hire probationary period and who are unable to
perform the available work with minimal training. Selection will be made in inverse (lowest to
highest) order of bargaining unit seniority. Part-time will be laid off or have hours reduced
before full-time employees are so impacted. Affected seniority employees (non-volunteers) will
be assigned to a comparable position, if any, if the employee possesses the qualifications
required by the job and can perform the full scope of the new position with minimal orientation
as defined by the Employer. Reassignment may be to any bargaining unit site within the
definition of a comparable position. In the event no comparable position of the same status
exists at the time of notice of layoff, the affected employee may have the option of moving into
a comparable position of a different status, if the employee possesses the qualifications
required by the job and can perform the full scope of the new position with minimal orientation
as defined by the Employer. The affected employee must notify Human Resources of their
selection within seventy-two (72) hours. Should the affected employee be selected to fill any
vacant position, all recall rights will be forfeited. :

The Employer can continue to schedule casual employees as needed subsequent to any layoff
_ or reduction of scheduled hours to cover absenteeism including daily absenteeism, vacations,
leaves of absence, bereavement, jury duty, etc. Seniority fuil-time and part-time employees
scheduled for layoff may replace a casual employee on schedule for one (1) month or more of
leave of absence coverage within job classification, but are-not guaranteed any minimum

schedule of hours.

Section D. Bumping Procedure. - Prior to bumping employees must fill comparable vacant
positions. If no such assignment is available, the following procedure will be used:

1. Affected non-volunteer seniority employees can displace the lowest seniority employee in the
same job classification, or the lowest seniority employee in the last job classification heid by
the affected non-volunteer seniority employee within the most recent twenty four (24) month
period if the employee possesses the qualifications required by the job and can perform the
full scope of the position with minimal orientation as defined by the Employer. All
displacements will occur within the same subsidiary in which the affected employee is

employed.

- 2. If the .affected non-voluntéer seniority employee displaces another employee, as outlined

~ above, she/he wiII.ass’ume\the shift, schedule of the displaced employee.

3. A part-time employee cannot displace a full-time employee.
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Section E. Super Seniority. During the term of this Agreement, the Union President, Chlef>
Steward,-and duly recognized stewards (not alternates) are granted super seniority status in thelr:

positions including shift within their subsidiary, during their term in office only.in the event of a layoff.,
If the elected official must be designated for layoff, the official can replace the least senior employee
(lifetime "hours) in the Affiliate in an equal or lower job grouping on that shift provided he/she is

qualified and wpable of perfomnng the work with minimal orientation. The official must assume the,,

hours of the employee replaced

Section F.  Notification of Layoff or Scheduled Hours Reduction. Each affected employee will
be informed by the Employer of her/his scheduled hours reduction or layoff. It is understood and
agreed that remaining bargaining unit seniority full-time and regular part-time employeeé can have
their work hours/schedules adjusted by the Employer to fuffill its patient care and business
obligations. Whenever possible, the Employer will provide a minimum notice of five (5) calendar days
of layoff or of required regular schedule, shift or hours changes when applying this contract Article. A
copy of the notice will be transmitted to the Local 2650 President. Employees who cannot
accommodate required shift or schedule changes will be Iald off. ‘ ‘

All affected employees are eligible to apply for other available positipns across subsidiaries (without
limit on mileage) for which they qualify in accordance with the provision of the Job Posting article.

Laid off employees who are unable to obtaln other employment with the Employer wili receive
information regarding unemployment compensation and continuation of i insurance coverage's through
COBRA (if applicable).

Section G. Pay at Termination. Affected employees will be paid through the last day of work
L:(,-off employees will be paid for all hours scheduled on the day of notification, regardiess of whethe
all scheduled hours are actually worked. :

In the event the Employer provides prior notice of layoff, and allows ‘an affected employee to work
lhrough that notice period, any time off taken by an employee after notice has been given that is NO.
approved in advance in writing by the Employer will be without pay. Any pald time off shall not extenc
the effective date of layoff beyond the last day worked.

At the discretion of the Employer, pay in lieu of notice may be given to an employee being laid off.
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_mployees who are laid off will not be eligible to use any paid time off after the last day worked. Paid
tirfie off may not be used as pay in lieu of notice. Accrued, unused paid time off will be pard upon
@mination in accordance with the applicable Employer’s policy. .

Any- eligible, affected employee whose Tuition Reimbursement applieation was approved brior to
notification of layoff will be eligible for relmbursement for the approved class(es), in accordance with
the applicable Employer's policy, at the benefit Ievel to which she/he was entltled prior to layoff or

scheduled hour reduction.

Laid off employees are not.eligible‘for wage adjustménts. benefit payouts, or benefit accruals after the
date of notification of layoff except as stated above. '

éectlon H. Employees Not Affected By Scheduled Hours Reduction or Layoff.

Whenever the Employer determine's it is necessary to implement a scheduled hours reduction or
layoff in a departmentlumt ‘at the Employer’s dlscretlon ‘it may be necessary to modify the regular
schedule or shift of any employee whose scheduled hours are not reduced, or who is not laid off, to
allow the Employer to fulfill patient care and business obllgatlons. Whenever possible, the Employer
«ill provide.a minimum notice of five (5) qalendar days of required regular schedule or shift changes.

Employees who cannot accommedate required shift or schedule changes will be laid off.

Section|. . Recall from Layoff or Reduction in Hours.
When the Employer determines to recall and/or to relnsmte reduced hours, employees ‘may then be

recalled across subsidiaries to a comparable position from which he/she was laid off or reduced in
hours based upon highest to lowest bargaining unit hours provided he/she has the skills necessary to

perform the reqmred work with minimal training.

Notice of recal! can be by telephone in the presenoe of a Unlon representatlve and/or by registered
mail (2 attempts maximum) to the employee’s last known address on file with the Employer‘s Human
Resources department. 1t is thefull responsibility. of the employee to keep his/her telephone number

‘and current address with the employee's Human Resources department. Upon notification of recall,

employees will have seventy-two (72) hours to return to work, unless another reporting date and time
is mutually agreed to by the Employer and the employee. Failure to return to work as scheduled will
be considered a voluntary quit and will result in termination of employment.

45




Recall rights will remain in effect for two (2) years or length of bargaining unit seniority at time. of

layoff, whichever is less. ' v

ARTICLE 26
POSTING

All regular full-time and regular part-time jcB vacancies within the bai‘Qaining unit will be filled in
accordance with the following provisions of the Agreement. A job vacancy is defined as a regular full-
time or regular part-time Non-Technical Baréaining Unit position approved by the Employer to fill. A
job vacancy may result from the resignation of an employee, the termination of an employee, the
promotion of an employee, the demotion of an employee, the transfer of an employee to another
bargaining unit position, the transfer of an employee out of the bargaining unit, the retirement of an
employee, or the creation of a new job classification. -

Section A. Recruitment Process.
The Employer will use the following recruitment process to fill a vacant regular full-time or part-time

position:

1. All job openings covered under this contract will be posted for seven (7) calendar days. Each
respective subsidiary will use its designated subsidiary-wide job posting process.

2. All postings will include the following information which will be determined by the Employer:

Posting beginning and ending dates

Job title

General job summary

Affiliate location

Job status (full time or part time)

Base hourly rate . . o

Minimum qualifications, which will include, but are not limited to experience,
training/education, licensure, certification/registration '

e Shift hours...variable hours and/or shifts will be reasonably defined.

Section B. Application Process. )
Qualified employses interested in a vacancy are required to apply prior to expiration of the job

posting. The request must be received in the appropriate Human Resource department no later thar.
the expiration of the posting period.
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() be deemed qualified for a vacancy, an eligible bargaining unit member must meet the minimum

qualifications.

Section C. Selection Process.

_ fhe best qualified applicant's overall work record, including performance evaluations and corrective

‘ction status, will be considered. Bargaining unit seniority will be the determining factor only when
qt:ia_ﬁﬂcatibns are equal. Bargaining unit seniority employees deemed qualified, who are denied a

sosition, shall have recourse via the grievance procedure.

Temporary, casual, and probationary employees in job classifications within the Bargaining Unit who
have not completed ninety (90) days of employment will be selected for a posted position only if there
ré no other qualified Bargaining Unit applicants.

Section D. Transition Period to New Job.

Employees entering into the Bargaining Unit shall complete a. probationary, period as outlined in
\ticle 11, Probationary Period. Employees within the -Bargaining Unit assuming a new job
classification shall complete an orientation period of four hundred eighty (480) hours actually worked.

A bérgaining unit applicant sélected for a vacant position will generally be moved to the new position

at least fourteen (14) days but no mdre than thirty (30) calendar days after acceptance of the new

position. in the event the employee's current manager needs to retain the employee in her/his
present position beyond thirty (30) calendar days, AFSCME and the employee shall be notified.

Intra-department employees transferring shall maintain their original Bargaining Unit seniority. If the
employee is deemed unsuccessful at any time during the orientation period as determined by the
Employer, the employee will return to his/her former position, if not filled. If filled, the employee will
be assigned by thé Employer to another open pésition for which he/shé is qualified. If the employee
voluntarily seeks to vacate within seven (7) calendar days, he/she will return to his/her former
position, provided the request does not follow an issued discipline. Refusing such gssignment will

constitute a voluntary resignation.

‘Section E. Eligibility for Transfer and New Job Probation Period.

1. An employee who has not completed her/his new hire probation cannot bid on a posted
position unless her/his department manager provides written approval. If approval is given, and the
probationary employee is selected, the employee must complete a new job orientation period (480

47



hours worked) for the new position in addition to the new hire probation. Both the probationary and
orientation periods will run concurrently. - e .
2. An employee who has not completed her/his new job orientation (480 hours worked)
cannot bid on a posted position unless her/his department manager provides written approval. If
approval is given, and the employee is selected, the orientation period for the old job will be ,
terminated on the date the employee begins the new job. On the date the employee begins the new

job, she/he will begin a new job orientation period '(480 hours worﬁe_d) for that job.

Section F. Notification of Status of Application.
All bidders will be notified in writing by the respective Human Resource department within two (2)

weeks after a decision has been made.

Section G. Base Pay Adjustment, Promotions, Transfers and Demotions.
1. Base Pay Adjustment. An adjustment as outlined below will be made to the selected

employee's base pay effective on the date she/he starts in the new position. In the event the
employee’s current manager needs to retain the employee in her/his present position beyond twenty-
one (21) calendar days, and the new position has a higher rate of péy, the employee will receive the
higher rate of pay beginning with the payroll period immediately after the twenty-first (21%Y calendar
day after acceptance of the new position. '

2. Promotions.

a. If an employee moves to a job in a higher pay grade (bromotion),'they will go to al
" least the minimum pay rate of the new pay grade.

b. If an employee moves to a job in a higher pay grade and their pay rate is higher than
the minimum of the new pay grade, they will receive a promotional increase
(percentage) equal to one-half the percentage difference of the midpoints rounded tc
the next step.

c. The higher of A or B will be granted.

d. If an employee is deemed unsuccessful at any time during the orientation period or if
the employee voluntarily seeks to vacate the position within seven (7) calendar days.
the employee’s pay rate will return to the pay rate previously held with the original
position. '

3. Lateral Transfers. -

a. If an employee moves to a job in the same pay grade, In the same business unit,
there will be no decrease in pay. If the employee is not at the appropriate step

48



based on service hours, they will be moved to the appropriate step. There will be a

two-step per year limit to increases based on lateral transfers.

Demotions.

If an employée moves to a job in a lower pay grade, they will'go to a pay rate no.
higher than the maximum rate of the new pay grade.

" If an employee moves to a job in a lower pay grade and their pay rate is below the

maximum of the new pay grade, they will be placed at the step in the new pay grade
closest to, but not exceeding, their current rate of pay.

Moves Between Business Units.

If an employee ‘moves between business units where the transfer is considered a
derotion, the employee will be placed at the step in the new pay grade closest to,
but not less than, their current rate of pay. :

Hire In Pay Rates.

©2) Pay grades 4 and 5 will be limited to-a hire-in rate up to the midpoint.

Anyone hiring in will receive at least the minimum rate of the pay grade assigned to
the job. ) ’ - C

No one hired will reoeive‘ the maximum rate of the assigned pay grade.

At the time of hire, the relevant experience of the candidate will be calculated into a
full time equivalent of year(s) of experience. The number of FTE years will be
converted to a step in the job's assigned pay grade. The hire in pay rate will nomally
be at the calculated step.

. ltem ¢ (above) will be limited in the following manner:

1) Pay gradeé 1 to 3 will be limited to a hire-in rate up to the 3" active step.

3) Pay grades 6to 10 will be limited to a hire-in rate up to the midpoint.

ARTICLE 27
NEW OR CHANGED JOBS

In the event the Employer establishes a new job classification that would be within the bargaining

unit, combines existing bargaining' unit classifications or'adds to current job descriptions to the extent
that significantly new skills, responsibilities and qualifications are required, the Employer will create

the job description and determine a reasonable pay range for the classification. The Union President

‘will be provided with a copy of the job description and the pay range. The Union may request a
special conference to solely discuss the new job classification and/or its pay range. Said conference
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to be held within ten (10) calendar days after receipt of notice or mutuaily accepted extension. The
job classification and pay range shall become effective at the conclusion of the special conference but

no later than the expiration of the ten (10) calendar day period or any mutually agreed to extensnon

date. The Employer will then post the position(s) created by the new classification.

ARTICLE 28
JOB DESCRIPTIONS

The Employer will furnish the current job desbﬁptiohs for all job classifications to the Union President

in a reasonable time period.

For purposes of notification only, the Employer will provide a copy of job descriptions revised by the
Employer during the life of the contract to the Union President no later than seven (7) calendar days
prior to the effective date of the job description.

ARTICLE 29
BULLETIN BOARDS

Section A.
The Employer agrees to furnish one (1) locked bulletin board (key to Union) outside the employee
r~;)afeteria and on the ground floor of F Tower at MclLaren Flint, and in the Patient Accounts
department located in the McLaren Corporate Building, Beecher Road; and one (1) locked bultetin
board (key to Union) outside the cafeteria at MclLaren Lapeer; a loose leaf binder at each MMG
facility covered by this Agreement. A loose-leaf binder containing the appropriate seniority list will be
provided by the Union bulletin board at McLaren Flint and in the Union Office at McLaren Lapeer. The
Union President or his/her designee may send messages via designated fax number to the members
of the bargaining unit twice per month situated at sites that do not have an exclusive Bulletin Boar&.
The President or his/her designee will fax one (1) document to each designated number with a
routing slip listing unit employees who will have access to the message.

Section B.
All materials which are posted or faxed shall be signed and dated by the President of the Local Unlon
or his/her designee and concurrently provided to the respective Human Resources department.
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aectlon C.
‘lotloes on the bulletln boards in loose leaf binders and/or fax shall be restricted to the following

types:
1. Notices of Union recreational and social affairs.

2. Notices of Union elections, appomtments and results of Union elections pertaining to
employees within this unit.

3. . Notices of Union Meetings and educational classes.

4. AFSCME Advantage documents.

5. . Government documents that Employer is required by law to post.

6. Any other documents solely by mutual agreement. - |

7.  Pending grievances by subject matter, grievance settiements or arbitration resuits.

8. AFSCME Council 25 or AFSCME Local 2650 newsletters.

Section D.
Bulletin boards or binders shall not be used by the Union or its members for disseminating

propaganda of any kind whatsoever and among other-things shall not be used by the Union for
posting or distributing pamphlets.or political matter of any kind whatsoever

' ARTICLE 30
SPECIAL CONFERENCE

Section A. ]
Special Conferences may be scheduled by mutual agreement of both parties. The time, date and

place will be mutually set, the request will be in writing directed to either the Local Union President, or
the Employer's Vice President/Director of Human Resources, or Designee.

Section B.
The written request will set forth an agenda regarding matters of mutual interest. Neither party is

required to agree to any proposal of the other: Grievances will not be a proper subject to such

conferences.
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Section C.
The conference will last no, Ionger than two (2) hours, unless mutually extended. Participants as
follows: ] ’

e Outside 6ﬁciél plus up to three (3)‘ Non Technical Employees.

¢ An equal number of the Employer representatives will be in attendance.

ARTICLE 31
MILITARY SERVICE

An employee on military leave for service in the Ammed Forces of the United States shall be reinstated
upon completion of such service in accordance with the requirements of the applicable laws of the
United States.

ARTICLE 32
DRUG AND ALCOHOL TESTING PROCEDURE

Section A. . .

The Employer and the Union égree that the workplace should be free from the risks posed by the use
of alcohol and controlied substances in order to protect the safety of employees, patients, and the
public. Therefore, it is essential that a healthy, drug free environment be maintained at all times and
that employees are required to work free from the effects of alcohol and other drugs in order to fulfill
their responsibilities. The unlawful manufacture, distribution (sale or transfer), diversion (theft) of
drugs from the Employer, possession or use of a cdntrolled substance is prohibited in the workplace.

Section B.
In order to maintain a drug and aicohol free workplace, the drug and alcohol testing program will be

implemented.
1. The Employer may test non-technical employees for drugs and alcohol in the following
instances: '
a. When reasonable suspicion exists, or

b. Per a return to work agreement executed in accord with the recommendation of a
qualified substance abuse treatment program, or
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" dhall result in termination.

c. When a second event of diversion of a controlled substance has occurred within a thirty
(30) day period on the unit by the same non-technical employee. Only the last
employee who accessed the drug prior to the diversion and the first employee who
accessed the drug after the diversion may be tested provided it is the second event for
the employee. This testing process will be done by an independent laboratory. The
Employer will provide the Union documentation of the first event before drug testing, or

d. When an employee is involved in a work-related accident and demonstrates reasonable
suspicion as outlined in item two (2) below.

Reasonable suspicion exists when a supervisor or other person in authority has reasonable
good faith objective suspicions of an employee’s drug or alcohol use, based on specific,
contemporaneous, articulable observations concerning the appearance, behavior, speech or
bndy odors of the employee as personally observed by the supervisor.” The supervisor must

doclment such observation.
\

No employee will be tested without prior written consent. However, an employee's refu‘sfal to
provide written consent and to submit to testing may be subject to immediate discharge.

Possession of illegal drugs, diversion (theft) of drugs from the Employer, and/or distribution
(sale or transfer) of drugs shall result in discharge.

On the first occurrence of an established positive test result for reasonable suspicion the
employee may be disciplined, and shall be required to participate in a qualified substance
“puse treatment program of his/her choice. Failure to comply with the terms of the program

When testing is for reasonable suspicion, the Employer shall transport or arrange for
transportation of the employee to and from the testing site, where applicable. The Employer
shall pay for all testing and the employee shall continue to receive regular pay and benefits -
during the administration of tests. During the waiting period for test resuits, the employee
shall be off duty without pay. :

if the test results are negative, the employee shall be compensated at their regular rate of
pay for the time off duty.

While off duty to participate in qualified treatment prdgrém or awaiting testing results, the
employee may use available accrued bank time. o

If an employee tests positive after completion of a substance abuse treatment program, this
episode will be treated as a separate event, and the employee will be given the opportunity to
participate in the substance abuse treatment program again. Failure to comply with the
terms of the program shall result in termination.

The employee shall be terminated, upon any positive test result after completion of two (2)
episodes of rehabilitation in a substance abuse treatment program.

The alcohol and controlled substance abuse testing process is designed to protect the
integrity, identity and security of the specimen and the employee. The drug and alcohol
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testing process shall be administered through the Employee Health department or its
designee. During the collection process, Union representation rights will be granted upon
request by the employee. . B :

7. An employee who voluntarily seeks assistance for drug or alcohol dependency and has had

no incidence of affected job performance, shall be referred to a qualified substance abuse

treatment program and no discipline shall result.

8. The employee will test negative before actively resuming work followed by random test in-

accordance with Section 1b above. Failure to adhere per Section 1b above shall result in
termination. - v - :

9. When the Employer determines that reasonable suspicion exists and an employee will be
tested, a Union representative shall be notified upon request of the employee. During the
delineation of the recommendation prior to execution of a retum to work agreement, a Union
representative may be present, upon request of the employee. The Union President or
designee will notify the Employer who the representatives will be. . '

10. The collection process and chain of custody will be adhered to as set forth in this contract.

CHAIN OF CUSTODY

Itis réoognized that chain of custody procedure will be adhered to at each step of the process tc
ensure accuracy and confidentiality. A chain of custody form is used to document all handling and
storage of a specimen. The transfer of specimens from one authorized individual or place to anothes
must use the chain of custody procedure indicated on the form. Each person in the chain of custody

is required to sign for the spécimen.

1. COLLECTION

a. Urine specimens will be obtained without unreasonable intrusion in to the
employee's privacy. Employee privacy will be respected to the greatest extent
possible by all personnel involved in the testing process and procedure. However.
reasonable suspicion of sample tampering may result in closer scrutiny including
direct observation during sample gathering. As appropriate, an employee will be sent
to Employee Health, the Emergency Room or a designated outside lab for the
collection of specimen. if these locations change the Union will be given an updatec.
copy of the locations. . -

b. Collector ensures that the Specimen ID number on the top of the Custody ana
Control Form (CCF) matches the specimen ID number on the label/seals.

c. Collector provides the required information on the CCF. The collector provides the
remark if the donor refuses to provide hisfher SSN or Employee ID number.

d. Collector gives a collection container to the donor for providing a specimen.
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KL ‘e, After the donor gives the specimen to the collector, the collector checks the

R “temperature of specimen within four (4) minutes and marks the appropriate
temperature box on the CCF. The collector provides a remark if the temperature is
outside the acceptable range.

v f. Collector ‘checks the spiit or ‘single specimen collection box. If no specimen is
collected, that box is checked and-a remark is provided. If no specimen is collected,
COPY 1 is discarded and the remaining copies are distributed as required.

g. Donor watches the collector pouring the“specimen from the collection container into
the specimen bottle(s), placing the cap (s) on the specimen bottle(s) and affixing the
label(s)/seal(s) on the specimen bottle(s).

h. Collector dates the specimen botile label(s) after they are placed on the specimen
bottle(s). R .

i. Donor initials the specimen bottle label(s) after the label(s) have been placed on the
specimen bottle(s). ’

j. Collector in:*ructs the donor to read the certification statement and to sign, print
name, date, provide phone numbers and date of birth after reading the certification
statement. If the donor refuses to sign the certification statement, the collector

provides a remark on Copy 1.

k. Collector completes the CCF (i.e., provides signature, printed name, date, time of
collection and name of delivery service), immediately places the sealed specimen
bottle(s) and Copy 1.of the CCF in a leak — proof plastic bag, places the track label
from the CCF on the specimen package, releases specimen package to the delivery
service and distributes the other copies as outlined in the standard operating
pracedure manual as required.

2. INITIAL LABORATORY SCREENING

a. Initial drug and alcohol testing will be conducted utilizing the Employer designated
laboratory. If the Employer changes laboratories, the Union will be notified within ten
(10) working days of the change. There will be an intent to bargain if the change in
laboratories results in a change to one that is not federally approved.

b. Initial cut-off levels utilized for determination whether urine specimens are negative
or positive shall be as follows:

Cannabinoids - . . 50ng/mL
Cocaine metabolites : . 300ng/mL
Phencyclidine 25ng/mL
Opiates e . 2000ng/mL -
Amphetamines 1000ng/mL
Barbiturates 300ng/mL
Benzodiazepines - 300ng/mL
Propoxphene 300ng/mL
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Methadone : 300ng/mL

Methaqualone - . 300ng/mL
Aicohol 20 MG%
Oxycodones . 100ng/mL

Subject to revision in accordance with subseduent'amendments to Department of
Health and Human Services guidelines. . -

c. The laboratory shall report test results in writing to Employee Health Services o
Human Resources. Employee Heaith Services or Human Resources will notify the
employee's manager and if it is Employee Health Services, they will notify Human
Resources. The manager will notify the employee of the test resuits, direct the
employee to sign appropriate documentation, and indicate when the employee may
retumn to work. :

d. If the urine test is positive, it will be sent for confirmatory testing.

3. CONFIRMATION TESTING

a. If the urine test is positive, the chain of custody will be maintained and the “B'
specimen will undergo confirmation testing using gas chromatography procedure
(GC/MS) or other gasfliquid chromate-graphy is GC/MS is not available. The
confirmation cut-off levels shall be: - )

Cannabinoids 15ng/mL
Cocaine metabolites 150ng/mL
Phencyclidine ' 25ng/mL
Opiates 2000ng/mL
Amphetamines 500ng/mL
Barbiturates 200ng/mL
Benzodiazepines 200ng/mL
" Propoxphene -. - 200ng/mL
Methadone ) 200ng/mL
Methaqualone © - 200ng/mL
Alcohol 20 MG%
Oxycodones 100ng/mL

Subject to revision in accordance with subseduent amendments to Department o’
Health and Human Services guidelines.

b. The laboratory shall report test results in writing to Employee Health Services o
Human Resources within an average of five (5) working days after receipt of the
specimen. The report shall identify the drugs and metabolites tested for, whether
positive or negative, the specimen number assigned by the collection site person (I[
number), and the drug testing laboratory specimen identification number.

c. If the confirmatory test is negative, then the test will be reported as NEGATIVE
Employee Health Services or Human Resources will notify the employee’s manager
and Human Resources. The manager will notify the employee of the test results
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~. direct the employee to go to Employee Health to sign appropriate documentation,
and indicate when the employee may return to work.

d. Specimens which test positive on the initial and confirmation testing shall be
reported as POSITIVE.

4. POSITIVE TEST RESULTS

a. A positive test result does not automatically-confirm a substance abuse problem.
Positive test result shall be reviewed by the Medical Review Officer (MRO), a
designated physician experienced in the interpretation of drug test results and
knowledge of possible alternate medical explanations. Employee Health Nurse or

~ Human Resources will. facilitate communication between the MRO and the
employee. Transmission of all results from the laboratory to the MRO and
communication with the employee will be done i\n a manner to ensure confidentiality.

b. If unable to satisfactorily explain the results, Human Resources and the manager will
meet with the employee to determine a plan of action. - .

ARTICLE 33
' LEAVE OF ABSENCE

3ection A — Purpose. .
To enable an employee to receive time off from work when it is necessary due to medical, family,

personal, military, or educational reasons.

Section B — Eligibility.

FMLA: Must have at least twelve (12) consecutive months of service, and also must have worked at
least one thousanq two hundred fifty (1,250) hours during the twelve (12) months prior to the start of

the leave.

‘Military: In accordance with applicable law.

Health (non-FMLA): Full-time regutar and part-time regular employees with at least one thousand
foﬂy (1,_040) service hours during the twelve..(12) months prior to the start of the leave who
experience a work-related illness or injury. - ' '

Pérsonal and Educational: 'F‘ull-ti'me regular and part.-time‘ regu'lar employeés with at least two

thousand eighty (2,080) service hours.
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Section C - Types of Leaves of Absence.

1. EMLA . L
Employees who have twelve (12) months of consecutive employment and have worked ét
least one thousand two hundred fifty (1,250) hours during the twelve (12) months prior to
commencement of leave are eligible for FMLA, in accordance with Federal regulations. .
FMLA leaves may be requested for one of the following reasons: ‘

» For the birth and care of the newbom child of the employee™

« For placement with the employee of a son or daughter for adoption or féster care™

» To care for an immediate family member (spouse, child, or parent) with a serious health
~ condition

« To take medical leave when the employee is unable to work because of a sericus health

condition ’ : o

= Because of any qualifying exigency arising out of the fact that the employee’s spouse,
son, daughter, or parent is a covered military member on active duty (or has been notified
of an impending call or order to active duty) in support of a contingency operation; and

« To care for a covered service member with a serious injury or iliness if the employee is
the spouse, son, daughter, parent, or next of kin of the service member. ’

Under some circumstances, employees may take FMLA Ieéve iﬁtermittently - which means taking
leave in blocks of time, or by reducing their normal weekly or daily work schedule.

* An approved leave for birth and care, or placement for adoption or foster child must conclide within
twelve (12).months of the birth or placement. ‘ S

if an eligible employee requests a leave of absence for any of the above reasons, the approved leave
of absence will be applied toward FMLA entitiements.

Available Leave Time
Eligible employees are entitled to leaves under FMLA as provided by law. Generally, FMLA leaves

are as follows:
1. Eligible employees are entitled to a total of twelve (12) work weeks of unpaid leave
during any twelve (12) month period for one or more of the reasons noted above.
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— 2 Spouses employed by the same Employer are jointly entitied to a combined total. of
+welve' (12) work weeks of family leave for the birth and care of the newborn child, for placement ofa
child for adoption or foster care, and to care for a parent who has a serious health condition. -

fhe Employer uses a rolling twelve (12) month penod A rolling twelve 1 2) month period means that
“welve-month period is measured back from the date the employee uses any FMLA time.

FMLA Return to Work
if the employee retumns to work within twelve (12) weeks from the commencement of the FMLA leave,

*he Employer will return the employee to an.equivalent job classification. (\l
If the employee does not return within twelve (12) weeks from the oommencement of the FMLA le- vx
the employee s shift and job classification will not be guaranteed )

intermittent Leave .
If FMLA leave is for birth and care or placement for adoption or foster care, use of intermittent leave is

subject to approval.
'f FMLA time is requlred on an lntemuttent baS|s the Employer may require the employee to transfer
temporarily to an altemate posmon with the equlvalent pay and benefits that better accommodates

ecurring periods of absence or a reduced work schedule

Exhausting Maximum FMLA Leave Time ‘
Once an employee exhausts their FMLA entitlement, they may extend their leave by requesting a

personal leave. Please review "Requesting a Leave of Absence” in Section D of this Article.

2. MILITARY LEAVE
Military leaves of absence are provided in acoordance wnth apphcable law. A copy of the
military orders must be submitted with the request for military leave of absence.

~
S/

3. HEALTH LEAVE (non-FMLA)

Part-time regular and full-time regular employees who have at least one thousand forty
(1,040) service hours during the twelve (12) months prior to the start of the leave, and who
experience a work-related illness and injury, are eligible to request a Health Leave for

absences due to the employee's serious illness.
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Available Leave Time

The first twelve (12) weseks of a leave due to work-related illness or injury will be considered a non-.
FMLA Health Leave and will not count toward the exhaustion of FMLA time. After twelve (12) weeks
of non-FMLA Health Leave due to work-related illness or injury, FMLA will begin.

4. PERSONAL LEAVE
Part-time regular and full-time regular employees who have at least two thousand eighty
(2,080) service hours are eligible to request an unpaid Personal Leave for unforeseer
personal situations atf e sole discretion of the supervisor when business conditi ~s will
allow. A personal leave will not be granted for purposes of seeking or trying out employment

elsewhere.

Avallable Leave Time
There is a twelve (12) week maximum per roliing twelve (12) month period.

5. EDUCATIONAL LEAVE
Part-time regular and full-ime regular employees who have at least two thousand eighty
(2,080) service hours are eligible to request an unpaid Education Leave for educational
purposes providing the continued education relates to the employee’s current position, or a
position within McLaren Health Care. Reguests must be submitted no less than thirty (30)

days prior to the commencement of the leave.

Available Leave Time

There is a two (2) year maximum.

Section D - Requesting A Leave Of Absence.
At times it may be necessary for an eligible employee to be absent from work for an extended period.

The Employer recognizes this and makes provision for leave of ‘absence.

If an eligible employee will be absent from work more than three (3) consecutive calendar days fér
reasons covered under FMLA, an FMLA leave of absence must be requested. If an eligible employee
will be absent from work for more than seven (7) consecutive calendar days for reasons not covered
by FMLA, a leave of absence must be requested. Employees who are absent from work for more
than seven (7) consecutive calendar days and either are not eligible for any type of leave of absence
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save_exhausted all available leave time for which they are eligible, or whose leave of absence

-equest is denied will be terminated.

It is required that the émbloyee provide notice to the Employer for any leave unless' emergency
sircumstances dictate otherwise. Employees are required to keep the Employer aware of the
expected duration of the leave and provide the necessary documentation to support their need for a

ieave of absence.

Zligible employees must complete the Request for Leave form no less than thirty (30) days prior to
the expeétéa commencement of the leave of absence, if foreseeable (e.g. scheduled surgery). if the
.eave is not foreseeable, the employee must make a request for leave the same day they notify the
employer of the absence. When requesting a FMLA leave, employees are required to have their
physician complete and return a Health Certification.

When a leave due to a serious health condition (either the employees or a family member's) is
foreseeable based on planned medical treatment, the employee must make a reasonable effort to
schedule the treatment so as not to unduly dlsrupt the Employer’s operatlons This schedule is
subject to the approval of the health care prowder

'ﬁompleted FMLA leave requests and Health Certification forms must be retumed directly to the leave
adrﬁinistratér - not the employee's supervisor or department. Completed requests for .Personal,
Sducational or Military leave must be submitted directly to the leave administrator. The request will
be reviewed and the employee and department will be notified of the approval status.

The Employer may require employees to submit to examinations by an Employer appointed physician
or health care professional when such tests and examinations are considered to be of value to the
Employer in maintaining a capable workforce, or for employee health and safety. If the employee
disagrees with the opinion of the appointed physician/health care professional, they may seek a 3©
opinion. The physician or heaith care provider for the 3 opinion will be mutually agreed between
Employer and employee. The Employer will pay the costs for any tests or exéminations it requires
and mileage from the employee’s record of address for both the 2" and 3™ opinions.

61



Section E — Returning to Work From An Approved Leave of Absence. . e

1.

2.

'Employee’s Health Condition : .

When an employee is returning to work from a Health or FMLA (employee's own medical ™
condition) leave the employee must make an appointment with and be seen by Employee
Health prior to their expected retum to work date. The retumn to work may be delayed until
such fitness for duty.is provided and has been cleared by Employee Health.

When an employee arrives for their Employee Health appointment they must provide a-
physician's certification confirming the employee's fitness to return to work. Upon review and

approval the Employee Health department will provide the employee with return to work

documentation. The employee is responsible for submitting the retumn to work paperwork to

her/his supervisor and Human Resources.

Returning To Work With Restrictions

Al employees retumning to work with restrictions may be required to be evaluated by
Employee Health or Occupational Health. Providing the Employer can accommodate the
restrictions, an employee may retumn to work with restrictions if medically necessary. The .
Employer must be provided with and approve medical documentation from the employee’s

physician.

An employee may return to work with restrictions if approved by Employee Health Services
or Occupational Health and the employee's department. If granted, a return to work with
restrictions will be for a maximum duration of sixty (60) calendar days or the timeframe
indicated by the employee's physician, whichever is less.

- If the Employer cannot accommodate the employee’s restrictions, or if the employee is not

able to perform the essential functions of their position with or without accommodation, the
employee will be retumed to leave status, if eligible, or placed on temporary layoff status (if
ineligible for additional leave time) until such time that the employee can retum to work

without restrictions.
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_section F - Employment Status Upon Return from LOA. - o .
'f'ar_I employee retums to work within twelve (12) weeks of the start of an approved FMLA leave, the

.:'mpi'o'yer will return the employee to an equivalent classification. If the employee's leave of absence
s longer than twelve (12) weeks the employee will be eligible to apply for other vacant positions.

Smployees on a personal, educational.or non-FMLA leave are not guaranteed retumn to the same or
equivalent position. If an employee returning to Work is unable to obtain a position within fourteen (14)
-alendar days from the end of the leave the employee will be placed in layoff status. "Once an

.employee has been placed in a lay-off status, they may be reassigned to a comparable position. If no
;uch position exists then the employee will be placed on a recall list. .

f, after returning from a leave of absence, an employee must request another leave of absence within

-

thirty (30) days for the same reason, all time will be considered one leave.

Section G - Reporting In While On Leave.

'f an employee takes a leave because of their own serious health cbndition or to care for a covered
family member, the Human Resources department and supervisor must be kept informed by written
sommunication of the status. of the leave and intention to retum to work whenever there is a change
from what has been approved. If the. leave is extended the employee is required to complete an

o

<jdditional Request for Leave form and submit an up-to-date Health Certification.

Section H - Miscellaneous Information. )

-, .+ Anemployee may not seek or obtain employment while on any-approved leave of absence,
or increase hours of an existing job. Violations may result in termination of employment.

¢ Other than Military Leaves, an employee may not take a leave that is béyond the employee's
total length of service.

-

¢ Pay increases will not be processed for an empioyee who is on an approved leave of
absence. If an employee becomes eligible for an increase while on leave of absence, the
increase will be deferred and implemented when the employee returns to work.

lN.

¢ If an employee is not eligible for any type of leave, and is absent from work for seven (7)
calendar days or more, employment may be terminated.

¢ Unless otherwise required by law, health, dental, vision, and life insurance continue for the
- duration of the approved leave of absence or twelve (12) weeks, whichever is less. All other
benefits terminate at the end of the month in which the leave begins. Benefits for which the
employee is otherwise eligible will resume on the date the employee returns to work.
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A request to extend or change an approved leave to another type of leave must be submitted to trp'
leave administrator in writing no later than fourteen (14) calendar days prior to the expiration 9at’é of
the approved leave and is subject to approval. Medical certification must be submitted at the time of
the request to extend or change an FMLA or any other medical leave.

'ARTICLE 34
MISCELLANEOUS FRINGE BENEFITS

Section A.

The following fringe benefits and the procedures related thereto in effect'as of date of ratification”’
providgd to bargaining unit employees within their particular subsidiaiy will be continued for the

duration of the Agreement.

Employee Assistance Program

1.
2. Liability and Professional
3. Educational Assistance
4.  Jury Duty
5. Payroll Deductions such as gift shop, pharmacy, and cafeteria, where available
6. Free Parking :
7. Employee Entertainment Discounts
8. Employee Recognition.

_ ARTICLE 35

RETIREMENT PLANS

The Employer's curmrent pension plans and 403(b) retirement plans will remain effective under the
same terms as currently offered except as modified by this Agreement. Any proposed substantive
changes to the current plans will be negotiated with the Union, and subject to approval by the
membership. The Employer shall have the right in its sole judgment and discretion to amend, alter
and revise pension plans and 403(b) plans, provided the present benefits under said plans are. not
reduced for vested employees as of date of ratification of this Agreement. Provided, further, that any
changes in the plans will apply to the employees in the bargaining unit in the same manner as to
other hourly employees covered by the plan. ‘

-

-
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Jectlon A. 403(b) Plan. The Employer agrees to offer the McLaren Employee's 403(b)
lQetlrement Plan (* McLaren 403(b) Plan®) to ellglble bargaining unlt employees pursuant to the terms |

and con.'imons of this Sectlon

1. Eligible bargaining unit employees hired, rehired or transferred into the bargaining unit by the
Smployer on or after January 3, 2007 shali be eligible to participate in the McLaren Employee's
403(b) Retirement Plan, and will be eligible for the employer contributions portion of the McLaren
103(b) Plan when they satisfy the eligibility requirements under the Plan to receive the Employer
contributions. A detailed description of the McLaren 403(b) is contained in the benefit summary
)rowded to each employee The employees are immediately eligible to participate in the voluntary
employee contributions pomon of the McLaren 403(b) Plan Such employees will not be eligible to
Jarticipate in the defined benefit pension plans or receive a special basic contribution.

jection B. Defined Benefit Pension Plans. The Employer agrees to offer pension benefits to

eligible bargaining unit employees pursuant to the terms and conditions of this Section.

McLaren Flint

I Effective September 30, 2013, no employee may ‘participate in Pension Plan A. Employees
will retain all the benefits previously accrued under the Pension Plan A in accordance with the Sixth
Amended and Restated McLaren Employee’s Retirement Plan A effective October 1, 2012.

2. Effective October 1, 2013, employees who ceased participation in Pension Plan A under
paragraph 1 above (the “Affected Employees ) are eligible to participate in the employer contributions
portion of the McLaren Employee’s 403(b) Retirement Plan (referred to as the “McLaren 403(b) Plan”)
when they satisfy the eligibitity requirements under the McLaren‘403(b) Plarl to receive employer
contributions. A detailed description of the McLaren 403(b) Plan is contained in the benefit summary
provided to each employee. The Affected Employees are immediately eligible to participate in the
voluntary employee contributions portion of the McLaren 403(b) Plan. ‘

3. Effective October 1, 2013, the Affected Employees will receive an additional three percent
(3%) special basic contribution to the McLaren 403(b) Pian provided they otherwise satisfy the
eligibility requirements to receive employer contributions under the McLaren 403(b) Plan.
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MclLaren Lapeer .
1. Effective December 31, 2013, no employee may participate in the McLaren Lapeer Reglon

Retirement Plan (referred to as °Lapeer Pension Plan®). Employees W|Il retain " all the Benefts
previously accrued under the Lapeer Pension Pian.

2. Effective January 1, 2014, employees who ceased parﬁcipa'tion”in the Lapeer Pension Plan
under paragraph 1 above (the “Affected Employees”) are eligible to participate in the employer
contributions portion of the McLaren 403(b) Plan when they satisfy the eligibility requirements under_
the McLaren 403(b) Plan to receive employer contributions. A detailed description of the McLaren®’
403(b) Plan is contained in the benefit summary provided to each employee. The Affected; .
Employees are immediately eligible to participate in the voluntary employee contributions portion of
the McLaren 403(b) Plan.

3. Effective January 1, 2014, the Affected Employees will receive an additional three percent
(3%) special basic contribution to the McLaren 403(b) Plan provided they. otherwise satisfy the
eligibility requirements to receive employer contributions under the McLaren 403(b) Plan.

McLaren Homecare Group
1. Effective September 30, 2013, no employee may participate in Pensnon Plan A. Employees

will retain all the benefits previously accrued under the Pension Pian A in accordance with the Sixtt
Amended and Restated McLaren Employee's Retirement Plan A effective October 1, 2012.

2. Effective October 1,-'2013,' employees who ceased périicipation in Pension Plan A under
paragraph 1 above (the “Affected Employees”) are eligible to participate in the employer contributions
portion of the McLaren 403(b} Plan when they satisfy the eligibility requirements under the McLaren
403(b) Plan to receive employer contributions. A detailgd description of the McLaren 403(b) Plan is
contained in the benefit summary provided_ to 'eaoh.employee. The Affected Employees are
immediately eligible to participate in the voluntary employee contributions portion of the McLaren
403(b) Plan. ‘ '

3. Effective October 1, 2013, the Affected Employees will receive an additional three percent
(3%) special basic contribution to the McLaren 403(b) Plan provided they otherwise satisfy .the
eligibility requ_irements to receive employer contributions under the McLaren 403(b) Plan.
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"’%'?IcLaren Medical Group
A, _Effective October 1, 2013, employees who transferred from MclLaren: Medical Management

*mc., to McLaren Flint with a vested benefit in Pension Plan A as of March 25, 2012, will receive an-
‘dditional three percent (3%) special basic contribution to the McLaren 403(b) Plan provided they
otherwise satisfy the eligibility requirements to receive employer contributions under the MclLaren
'03(b) Plan

ARTICLE 36
" - HEALTH INSURANCE

Section A. - Health Insurance. For employees hired, rehired, or transferred into the bargaining unit
wior to date of ratification, the Employer will offer two (2). health insurance options, one (1) to be
chosen at the eligible employee’s discretion. The two (2) health insurance options are Mclaren
{ealth Advantage Green and McLaren Health Advantage MyChoice. The Employer shall maintain
the Tier Green plan design at the benefit level in: effect January 1, 2017 through December 31, 2020.
Zmployees who selected Tier One (1) of MclLaren Health Advantage Insurance Plan or the Blue
Cross/Blue Shield Traditional Plan for the 2017 plan year will be mapped to the Tier Green Plan,
pased on enrollment elections, after date of ratification (example employee enrolled in Tier One
‘amily coverage will be mapped to Tler Green family coverage) For employees hired, rehired, or
transferred into the bargaining unit onlafter date of ratrﬁwtlon the Employer will offer McLaren Health
Advantage MyChoice only, for insurance ooverage beginning on/after date of ratification. The
Employer reserves the right.to select insurance carriers or fundlng vehucles _provided that similar
soverage is maintained. The Employer may change, drop or add carriers dunng the I|fe of this
contract. The Union would be given thirty (30) day a_dvance notice i in the event of such change

Section B. Introductlon to MyCholce Insurance Plan.
1. The Employer will offer benefits through ‘a flexible benefit program, MyChoice, to eligible

bargaining unit employees on the same basis as offered during Open Enrollment. The phrase “on the
same basis” includes, but is not limited to, the same plan design, including co-pays, deductibles and
co-insurance, the same percentage contribution toward premiums, the same carrier, the same
administrative policies including eligibility, the medication (pharmacy) network, and the same policies
governing commencement and termination of insurance. The MyChoice program presently includes
health, dental and vision insurance, life insurance, short term disability insurance, long term disability
Jinsurance on a self-payment basis, and any voluntary products available via the plan.
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2. The parties agree that Tier Green will no longer be available after December 31, 2020.

e

. . o . o ../;' .
Section C. Eligibility. Full-time and benefit eligible part-time employees shall be efigible fc‘zrfﬂéa"h

insurance the first day of the month following employment. \.,

Section D. Health Coverage. Details of the coverage provided by the Employer can be found in”

the official Summary Plan Descriptions.

Section E. Employee Contribution to Premiums. The Employer and Union recognize the need to- ...>

manage the cost of health insurance and, therefore, have established an employee contribution to
monthly premium costs. The employee contribution for efigible full-time employees is listed below.

Health Advantage 2017 2017 2018 019 202 2021
— Tier Green Hired Pre- Hired Post-
Rx $10/530/$50 13011 13011
Single 7% (360) | 12%(870) | 12%(370) | 14% (380) | 16%(390) | w/a
Two-Person 7% (8120) | 12% (3130) | 12% (130) | 14% ($180) | 16%(5200) | wa
Family 7% (5150) | 12% (8170) | 12% ($170) | 14% (5210) | 16%(5240) | wa
Health Advantage
— MyChoice
R $10/530/550 o
Premier 10% 10% 10% , : +
Premier Plus 19% 19% 19% * OO *

“Monthly employee contributions will not Increase more than two percent (2! Vla) annually for Premier and three percent (3%) annually for
Premier Plus for the duration of the Agreement. .

The employee contribution for eligible part-time employees is listed below.

Health Advantage — 2017 2018 T 2019 2020 2021
Tier Green

Rx $10/330/$50
Single 25% ($160) | 25% ($160) | 25% ($160) | 25% ($160) n/a
Two-Person 25% ($355) | 25% (3355) | 25%($355) | 25% ($355) n/a
Family . 25% ($440) | 25% ($440) | 25%($440) | 25% ($440) | © wa

Health Advantage —
MyChoice

Rx $10/$30/$50
Premier 25% 25% . . »

Premier Plus 39% 39% T e .
*Determnined by Plan Design
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“mployee contribution shall be paid through payro!l deduction. If an employee is on disability or any
‘ﬁn-oﬁf unpaid leave, they shall make direct payment for premium contribution to the Employer by the

first of e;e!armonth.

. Section F. If the Employer implements a “cafeteria style" benefits program and/or pharmmacy
discount prdgram forits hourly'non-unio'n empioy'ees. thé Employer will notify the Union’and will offer
the same program on the same basis and terms to bargaining unit employees. The Union will have
*he right to accept or reject the benefits program.

ARTICLE 37
DENTAL INSURANCE

section A. Dental Benefits. The Employer will offer dental benefits to all benefit-eligible employees

of the bargaining unit.

Section B. Eligibility. Dental benefits to all eligibie employees shall become effective on the first
Jay of the month after ninety (90) days of employment.

JECTION C, Effective Date. The dental plan carmier will be Delta Dental. The Employer shall
maintain the. plan design in effect January 1, 2016 through the expiration of this Agreement. The
Employer reserves the right to select-insuranoe carriers or funding vehicles, provided that similar
coverage is maintained. The Employer may change, drop or add éa!'ﬁers during the life of this

contract. The Union would be given thirty (30) day édvahce notice in the event of such change.

SECTION D. Employee Contribution 'to Pminlﬁms. The Delta béntal Pian composite rate will be
used to calculate the employee premium contribution for eligible employees. The employee

contribution shall be calculated as defined below.

1. Employees electing Tier Green coverage in 2017 will pay 0% toward the Employer monthly
premium for the Dental Plan associated with Tier Green.

2. Employees enrolled in MyChoice — The Employer agrees to pay a portion of the premiums for
the dental coverage options offered, based on elected coverage level (see annual rate sheets
for designated employee premiums).

3. Effective January 2018, the Dental Plan associated with Tier Green will no longer be offered.
Eligible employees will have access to the Dental Plans associated with MyChoice. The
Employer agrees to pay a portion of the premiums for the dental coverage options offered,
based on elected coverage level (see annual rate sheets for designated employee premiums).
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ARTICLE 38 e , .
VISION INSURANCE B v

Section A. Vision Benefits. The Employer will offer vision benefits to all benefit-eligible employees

of the bargaining unit.

Section B. Eliglbility.  Vision benefits fo all eligible employees ‘shall become effective on the firs.
day of the month after ninety (90) days of employment. :

SECTION C. Effective Date. The vision plan carrier will be EyeMed. The Employer shall maintain ! -
the plan designs at the benefit level in effect January 1, 2016 through the expiration of this”
Agreement. The Employer reserves the right to select insurance cariers or funding vehicles.

provided that similar coverage is maintained. The Employer may change, drop or add carriers during
the life of this contract. The Union would be given thirty (30) day advance natice in the event of suct

change.

SECTION D. Employee Contribution to Premiums. The EyeMed Vision Plan composite rate will
be used to calculate the employee premium contribution for eligible employees.

1. Employees electing Tier Green coverage in 2017 will pay 0% toward the Employer monthl
premium for the Vision Plan associated with Tier Green. :

2. Employees enrolled in MyChoice — The Employer agrees to pay a portion of the premiums fe
the vision coverage options offered, based on elected coverage level (see annual rate sheets
for designated employee premiums). : .

3. Effective January 2018, the Vision Plan associated with Tier Green will no longer be offered.
Eligible employees will have access to the Vision Plans associated with MyChoice. Thr
Employer agrees to pay a portion of the premiums for the vision coverage options offereq,
based on elected coverage level (see annual rate sheets for designated employee premiums).

ARTICLE 39
LIFE INSURANCE - o

Section A. Benefits. Benefit-eligible employees will be provided life insurance in the event ¢ -
death or accidental dismemberment. Full time employees electing Tier Green are insured for one (1)
times their annual salary (minimum amount of $15,000). Part time employees electing Tier Green ar ™~

insured for one (1) times their annual salary based on authorized hours.
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Eene_ﬁt—eligible employees enrolled in MyChoice will be provided basic life insurance coverage

;ursuaht to the plan.

ection B. Eligibility. All regular full and part time employees the first of the month after hire.

jection C. Employee Contribution to Premiums. McLaren Flint, MHG, MMG and full-time
employees at McLaren Lapeer will not pay a contribution on life insurance. Part-time employees at

McLaren Lapeer will pay based on the following:

60-69 hours $1.39 per pay period
40-59 hours $0.47 per pay period.

Effecﬁvé January 1, 2007, part-timé McLaren Lapeer employees paying a contribution towards their
ife insurance premium on December 31, 2006, will no longer be required to make such premium
6on@ributior_1. Part-time McLaren Lapeer 'empldyees who enroll in the life insurance program on or
after January 1, 2007, will be required to cénﬁibute towards their life insurance premiums as outlined

above.

~ ARTICLE 40
/. PAID TIME OFF

«Section A. Paid Time Off ("PTO") will be accrued based on the number of qualifying hours a full-time
or benefit eligible part-time employee has each pay period. Qualifying hours are defined in Section B
of this Article. A maximum of eighty (80) hours paid per pay period will determine the number of PTO
Hours that can be accrued each bay period and are baseq on the employee's anniversary year as
shown in the tables in Section C of this _Anicle. The maximum nuhﬁer of days that can be earned in
a payroll year is shown in the tables in Section C. At no time may an'embloyee's PTO bank exceed
the maximum-banked hours defined in the annual maximum PTO accrual (see tables). In applying
this requirement, any PTO taken during 'a pay peridd will be subtracted from the employee's PTO
bank before any new PTO accrual is added for that period. PTO is not available for use until the pay

period immediately following the pay period in which it is accrued.

~ .#Section B.  For purposes of this Article, the term "Qualifying Hours" shall be defined as follows:

All regular and overtime hours worked; PTO hours paid; court-time and jury hours paid; .
paid bereavement leave hours; meeting, orientation, and Union business hours paid;
and mutual benefit time. It shall not include hours sold back under the cash-out policy
stated in Section F of this Article. : .
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Section C. Effective the first full pay pericd following ratification, PTO will be eamed in accordance
with the following tables: )
Table 1 — McLaren Flint Pald Time Off Accruals

(Full-time employees hired on or before the date of ratification
Annual Annual Accrual Rate Maximum
Yo f;u:"as'::_':l ce Accrual Accrual per 80 Hours Annual Hours B a'::::’m;:"s
(Days) {Hours) Pald Accrual
Upto 4 28 224 8.615384 224 448
5-9 33 264 10.153846 264 528
10 36 288 11.076923 288 - 576
104 = 38 304 11.692307 304 608
*=This represents the PTO accrual for full-time McLaren Flint employees who have achieved ten (10) years of service on

or before 8/19/04.

Tabte 2 — McLaren Flint Paid Time Off Accruals :
(Part-time employees hired on or before the date of ratification)

Maximum
Equivalent ; Annual Annual Accrual Maximum
Years of Serv;:: :: urs Accrual Accrual | Rate per 80 AH'L“uur:I Banked
Service (Days) {Hours) | Hours Pald Accrual Hours
Upto4 <8,319 17 136 5.230769 136 272
5-9 8,320 - 18,719 22 176 6.769231 176 352
10+ 18,720+ 25 200 7.692307 200 400
10+ ** 18,720+ 27 216 8.307693 - 216 432
~~This represents the PTO accrual for part-time McLaren Flint employees who have achieved ten (10) years of service
on or before 8/19/04.

Table 3 — MHG Paid Time Off Accruals
(Full-time and Part-time employees hirad on or before the date of ratification)

Maximum
Somaer' | Ascrua | Acenial | Ratoporso | Amual | Meximum
Service (Days) (Hours) Hours Paid Accrual
Upto4 22 176 6.7692 176 . 352
5-9 27 216 8.3077 216 432
10-14 32 256 9.8461 256 . 512
15+ 38 288 11.0769 288 560
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fable 4 — McLaren Lapeer Region Paid Time Off Accruals
(Full-time and Part-time employees hired on or before the date of ratiﬂcation)

Equivalent Annual Annuat Accrual Rate Maximum Maximum
Years of Accrual Accrual | per 80 Hours Annual Hours Banked
Service (Days) - | (Hours) Paild Accrual Hours
Upto s 25 200 9.62% 200, . 400

59 26 208 10% 208 . 400
10+ " 31 248 11.82% 248 480
10+ = 31 248 11.92% 248 800

*** This represents the accrual maximum for employees hired prior to 5/1/1987.

Table 5 - McLaren Lapeer Region Paid Time Off Accruals

(Full-time and Part-time employees hired or rehired after the date of ratification

Maximum
Equivalent Annual Annual Accrual Rate
Years of Accrual Accrual per 80 Hours ‘:_'"0':‘": B :::::’m::l s
Service (Days) ) (Houls) Paid Accrual”
Uptos 21 168 6.46 168 400
5-9 26 208 8.0 - 208 400
10 + 31 248 9.53 248 400

Table 6 — McLaren Flint and MHG Paid Time Off Accruals

(Full-time and Part-time employees hlred or rehired after the date of ratification
' Maximum
Equivatent Annual Annual . Maximum
Years of Accrual Accrual A:g rl:::::?::aﬁr Al_":,"ul::l Banked
Service (Days) (Hours) Accrual Hours
Upto5 21 168 6.46 168 400
5-9 26 208 8.0 208 400
10-14 31 248 9.53. 248 400
15+ 38 288 | 11.08 288 400

Table 7 - MMG Paid Time Off Accruals :
(Full-time and Part-time employees hlred on or before the date of ratiﬂcatlon)

cquvint | oo | Sl | Sl | pfiemy | i | T
Service (Days) (Hoyrs) Hours Pald Accrual Hours
Upto4 <8,319 . 21 168 6.4615 168 336
. 4-10 8,320 - 20,799 26 208 . 8 208 416
10+ 20,800+ 27 216 8.3077 216 432
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Table 8 — MMG Paid Time Off Accruals . )
(Full-time and Part-time employees hired after date of ratification)

Equivalent a o1 a o1 a ) M:xlmu:n Maxi .
Years of Accrual Accrual | Rate per 80 nnua aximum
Service (Days) | (Hours) | Hours Pald A’L:‘r'u";l Banked Hours

0-4 16 128 452 | 128 400
5+ 21 168 6.46 168 400

PTO may be used in increments of one-tenth (1/10) hour.

Section D. All newly hired full-time and part-time employees shall begin to accrue PTO immediately
upon hire. Employees are eligible to utilize their PTO hours after ninety (80) days of continuous
employment, with the exception of recognized holiday, which may be utilized immediately upon hire.

Section E. Employees will move to the next higher PTO accrual rate automatically after the
completion of the years of service as shown in the PTO accrual tables in Section C of this Article.
The higher PTO accrual rate will become effective at the beginning of the next following pay period
which the additional year of service occurs. PTO will be paid at the employee’s straight time hourly
base rate of pay (excluding any premiums) in effect at the time it is used. PTO balances shall be
printed on the employee’s paycheck.

SOEtior! F. Employees who prefer to sell back (“cash-out’) PTO eamed without taking time oft
from work may do so as follows: '

1. At the end of June and December, a non-technical employee may elect to take cash out at one
hundred (100) percent of the hourly rate earned at the time of pay-out. PTO balance remaining
after the cash-out may not be less than forty (40) hours. The total payout for a calendar yeat
shall not be more than the maximum annual accrual amount based on the non-technical
employee’s seniority.

2. General Provisions

a. Employees must initiate a request to cash-out PTO by submitting the request to their
supervisor during the second from last pay period each June and December to permit
management sufficient time to verify the requested hours have been earned and tc
permit payrol! sufficient time to ensure payments are distributed in the final paycheck of
each fiscal quarter.

b. If an employee does not submit a cash-out requesf, PTO time will continue to accrue, but

under no circumstances shall PTO balances exceed the annual maximum accrual as
indicated in the tables shown in Section C of this Article, unless otherwise permitted.
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¢. PTO hours cashed-out will not accrue additional PTO hours.

d. The total value of an employee-initiated cash out in one fiscal year cannot exceed the
annual accrua!l' maximum, regardless of the number of cash outs available. )
jection G. An employee must take actual time off from work to receive compensation for PTO,

except for:
1. Employees terminating who have completed the probationary period with the Employer.

2. Death; the Employee's accrued PTO will be paid upon notice to the Employer of .the
employee's death, to next of kin (i.e., beneficiary on life insurance) in full, not to exceed the
maximum accrual rates shown in the tables in Section C of this Article.

3. Retirement; the Employee’s ‘accrued PTO will be paid in full, not to exceed the maximum
accrual rates shown in the tables in Section C of this Article.

. 4. Lay-off; if the employee has completed the probationary period.

5 Transfers from full-time to part-time status where PTO is paid in accordance with Section H of
this Article.

6. Full-time or part-time employees, who have completed the probationary period with the
" Employer, who transfer to casual status and receive a cash-out of accrued PTO hours.

7. In accordance with the cash-out provisi }15 of this Article (see Section F).

jection H. At the time an employee transfers from full-time to part-time status they will begin to
accrue PTO in accordance with the part-time rates shown in the tébles in Section C of this Article, if
applicable. The employee will be paid for all PTO in his/her bank in excess c;f the maximum accrual
for part-time employees.' At the timevah emplq'yé'e‘transfers from. part-time to full-time status, the
employee will begin to accrue PTO'in éccordance_ with the rates applicable to full-time employees in
he tables in Section C, if applicable. '
) ARTICLE 41
SHORT-TERM DISABILITY

Through February 28, 2017, the Employer will continue to offer Short-Term Disability Insurance
benefits on the sarne basis as currently established. A '

Effective March 1, 2017, eligible employees enrolled in either McLaren Health Advantage Tier Green
or MyChoice will receive Short-Term Disability Insurance benefits in accordance with the following:
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Section A. Benefits.

. 1. Eligible employees shall receive twenty-six (26) weeks of benefits equal to sixty (60%) percent

_ of their base gross weekly eamings. Benefits will start as of the twenty-second (22")

calendar day of disability and continue as long as the disabifity is medically verified. The
maximum benefit is $1,731 per week. :

2. Available PTO hours may be used during the waiting period in order to minimize any loss of
income. .

3. After the Employee starts to receive Short-Temn Disability benefit payments, the Employee
may elect to use PTO hours during a disability ‘leave to supplement STD benefits and to
ensure that the Employee receives up to one hundred percent (100%) of their regular pay.
PTO hours used for this purpose will not be considered hours worked and will not count
towards the accrual of paid time off. '

Section B. Eliqibility. . _

All benefit-eligible employees who have completed six (6) months of service are eligible for Short-
‘“Term Disability Insurance.

Section C. _Employee Responsibility.

It is the employee’s responsibility to provide the medical documentation necessary to satisfy the
Short-Term Disability Insurance Program provisioh's. Forms will be provided by the Employer's
Human Resources Departmentl, or designee, with appropriate instruction, but the employee has the
responsibility to complete them, have the physician complete their section, and return the forms to the
Human Resources Department, or designee. :

Section D. McLaren Lapeer Employee Contributions to Premiums. Beginning January 1, 2008,
all current full-time employees will be “grandfathered” and pay no contribution once they have met the
eligibility requirements (1,040 service hours). Full-time employees hired, rehired or transferred on or

- after January 1, 2008, are eligible for Short-Term Disability Insurance once they have completed
1,040 service hours. The contribution for employees hired on or after January 1, 2008 who elect this
insurance will be $2.65 per pay period.

Section E.

The Employer shall have the right to substitute the current short-term disability coverage with a short-
term disability plan provided that such substitute short term disability coverage is comparable to that
currently provided under the Employer's existing group short-tem disability ptan.

76




ARTICLE 42

HOLIDAYS
Section A, Recognized Holidays. .Tl'jé Employer shall recognize the following holidays:
New Years Day Labor Day _ T
Memorial Day Thanksgiving Day

Independence Day (July 4") Christmas.Day

For Monday through Friday departments at McLaren Flint and McLaren Lapeer, if a holiday occurs

na Satufday. the Employer will celebrate the compensatory time off provided for in this Article on
the preceding Friday. [f a holiday occurs on a Sunday, the. Employer will celebrate the compensatory
.me off p‘rovided for in this Ariiclé on the following Monday. : '

;jection B. Holiday Compensation. The following provisions shall apply to the recognized hqlidays
covered under the Article: .

a. Fuli-time and part-time employees will be entitled to use PTO (if it is available in their
bank), in accordance with the provisions of this Agreement, if they do not work on a
holiday. .

b. McLaren Lapeer Region, McLaren Homecare Group and McLaren Medical Group
employees who work on a holiday will be paid a premium pay of one and one-half
(1%) times the employee's base rate for all hours worked on the holiday. ’

¢c. McLaren Flint employees who work on a holiday will be paid a premium pay of two-
(2) times the employee's base rate for all hours worked on tht_a holiday.

At MMG, .employees have the option of usjng either PTO or MBT when scheduled off work on
recognized holidays. ‘ o '

Section C. Future Compensation. If at any time during the term of this Agreement, current non-
exempt employées who are not already receiving two (2) times their base rate for hours worked on a
holiday and who are or are not represented by a labor organization at each of the Employer
subsidiaries, become compensated at two (2) times their base rate for hours worked on a holiday,
such premium pay will also be provided to eligible members of this bargaining unit at the respective

Employer subsidiary.
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ARTICLE 43

BEREAVEMENT

Section A. Time Off. The Employer shall offer a bereavement period for employees in accordance
with the following:
Period Relationship

7 calendar days spouse, parent, domestic partner, loco parentis, child (including
pregnancies greater than twelve (12) weeks gestation), current
step-parent, current step-child

3 calendar days grand parent, grand child, sibling, current half sibling, current parent
in-law, current brother or sister in-law, current son or daughter in-

) law, current step-sibling
1 calendar day aunt, uncle, niece, nephew, first cousin
Section B. Compensation. The Emp-loyer' shall compensate full-time and part-time employees for
absences that occur during an authorized bereavement period, provided a funeral/memorial service is
scheduled during the bereavement pericd. Bereavement leave is limited to the number of hours the
employee is regularly authorized to work and is only paid for scheduled workdays.
Section C. Documentation. The Employer may request the employee to provide documentation

supporting the request for a bereavement leave. Examples of such documentation including an
obituary with the name of the employee included, statement from the funeral director acknowledging
attendance at funeral, or memorial service program or card.

Section D. Extension of Time Off. Employees may request an extension of the bereavement

period using procedures set forth in Article 33, Leave of Absence.

ARTICLE 44
CALL-IN PAY

Section A.

Regular ful-time and regular part-time employees called into work outside of his/fher normally
scheduled hours with less than two (2) hours notice will be paid one and one-half (1%%) times their
base hourly rate for all hours worked, if called in on a scheduled day off. If the employee is called in
early to work on a scheduled day to work, the employee will be paid one and one-half (1%%) times thei’
base hourly rate for hours worked prior to their scheduled start time.
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Section B.
'he employee must report as soon as possible but not to exceed forty-five (45) minutes from
nofification, unless other arrangements are made. An employee failing to timely report forfeits the

sall-in pay.

section C.
an employee shall not receive premium pay under this Article for any hours worked for which the
<mployee receives overtime compensation, 'pursuant to Article 47, Overtime.

* ARTICLE 45
OUT OF CLASSIFICATION GROUPING PAY

Temporary assignment of an employee to a job classification in a lower paying job grouping wiil be
without reduction in pay to the transterrgd embloye_e. Temporary assignment of an employee by a
upervisor to a job classification in a higher paying job groupir‘!g.will resultin a prémium of $ .50 cents
per hour for all hours worked in the higher grouping. Working ina higher grouping is based upon
'erformance of the day-to-day duties required by the higher job- classification and not merely a
-u:l)mponent or components of the job performed»in' the higﬁe_r classification.

ARTICLE 46
SHIFT DIFFERENTIAL

Jection A. - Eligibility.
All hourly employees are eligible for shift differential pay.

Section B. - Policy Statement.
The Employer provides additional compensation to employees who work on the second or third shift
or who work at least four (4) continuous hours during the times designated as the second or third

shift.

Section C. — Guidelines.
1. Shift hours are defined as: '

* e First shift: 07:00t0 15:30 - 7:00 a.m.-3:30 p.m.
e Second shift: 15:00t023:30 .  3:00 p.m.-11:30 p.m.
e Third shift:  23:00 to 07:30 11.00 p.m.-7:30 a.m.
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2. Shift differential is paid for hours worked between 15:00 (3:00 p.m.) and 07:30 (7:30 a.m.).

3. In order to receive second shift differential, the eligible employee must work at least four (4)
continuous hours between the hours of 15:00 (3:00 p.m.) to 23:30 (11 :30 p.m.). s

4. In order to receivé third shift differential, the eligible employee must work at least four 4)
continuous hours between the hours of 23:00 (11:00 p.m.) to 07:30 (7:30 a.m.). :

5. Eligible employees who work non-traditional shifts (e.g., 07:00 to 19:30 or 18:00 to 07:30) will
receive shift differential based on their actual hours worked as defined above.

Section D.
Each subsidiary will continue its current shift differential payment procedure for the life of the contract

as follows:

a. McLaren Flint - Second shift - 7.25% of employee's base hourly rate per hour
Third shift - 8.25% of employee’s base hourly rate per hour

b. McLaren Lapeer Region - Second shift - $ .75 cents per hour
Third shift - $1.25 dollars per hour

¢. McLaren Medical Group - $ .50 cents per hour

d. McLaren Homecare - Second shift - $ .50 per hour
Third shift - $ .75 per hour.

ARTICLE 47
OVERTIME

Section A. Overtime to be worked will be determined by the Employer and will then be assigned by
job classification. Said hours will be distributed within a Cost Center. For purposes of this contract
department/Unit is defined as the Cost Center. '

Section B. Overtime is calculated at one and one-half (1%) times the hourly rate for all hours
worked in excess of forty (40) hours in a work week. :

Section C. Supervisors will try to give at least two (2) hours notice of overtime. However, sefiou’

conditions may dictate that less notice will be given.
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ARTICLE 48
WAGES

SECTION A. PAY GRADES AND STEPS. Each pay grade wili haye steps calculated as three (3%)
sercent of the minimum of each pay grade, with the exception of those job classifications at MHG

having a starting rate of $10.10.

SECTION B. INCREASES TO WAGE: SCALE. Changes to the wage scale will follow the schedule

n the table below. ,

- Effective first | Effective first Effective Effective Effective Effective
Lo : full pay full pay First Full First Full First Full First Full
i SUBSIDIARY following following Pay in Pay in " Payin - Payin
ratification ratification October October October October
| 2017 2018 2018 2020
Ii $1000 bonus | Placad on new | 1% + Step for | 1% + Step for | 1% + Step for | 1% + Step for
(FTE) scale + Step for | those notat- | those not at those notat | those not at
McLaren Flint $500 bonus those not at top. - 1% top.. 1% top. 1% top. 1%
(PTE) top. 2% fump | lump sum for | lump sum for | lump sum for | lump sum for
$200 bonus .| sum for those those at top those at top those at top those at top
. (Casual) at top of scale. of scale. of scale. of scale. of scale.
$1000 bonus Placed on new | 1% + Step for | 1% + Step for | 1% + Step for | 1% + Step for
McLaren (FTE) scale + Step for | those not at those not at those not at those not at
Lapeer $500 bonus those not at . top. - 1% top. 1% top. 1% top. 1%
- (PTE) top. 2% lump | lump sum for | lump sum for | lump sum for | lump sum for
Region $200 bonus sum for those those at top those at top those at top those at top
(Casual) at top of scale. of scale. of scale. ' of scale. of scale.
$1000 bonus Placed on new | 1% + Step for | 1% + Step for | 1% + Step for | 1% + Step for
McLaren (FTE) scale + Step for | those not at those not at those not at those not at
Medical $500 bonus those not at top. 1% top. 1% top. 1% top. 1%
(PTE) top. 2% lump | lump sum for | lump sum for | lump sum for | lump sum for
Group $200 bonus sumforthose | thoseattop | thoseattop | thoseattop | those attop
{Casual) at top of scale. of scale. of scale. of scale. of scale.
$1000 bonus Piaced on new | 1% + Step for | 1% + Step for | 1% + Step for | 1% + Step for
McLaren . (FTE) scale + Step for [ those not at those not at those not at those not at
Homecare $500 bonus those not at top. 1% top. 1% ~top. 1% top. 1%
(PTE) top. 2% lump | lump sum for | lump sum for | lump sum for | lump sum for .
Group $200 bonus sumforthose | thoseattop | thoseattop | thoseattop | those attop
(Casual) at top of scale. of scale. of scale. of scale. .of scale.

SECTION C. MINIMUM PAY RATE. Every employee in the Non Tech bargaining unit will be paid at
Jeast the minimum rate of pay for their job title (pay grade).

SECTION D. MAXIMUM PAY RATE. At the time of implementation of this Agreement and for the
life of this contract, no employee in the Non Tech bargaining unit will be paid above the maximum pay

rate (top of scale) for their job title (pay grade).
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SECTION E. PAY UPON RATIFICATION.

1. Effective the first full pay period after ratification of this Agreement, all employees will be paid
pursuant to the revised Wage Scale (Appendix A), reflecting a 1% increase to the current
Wage Scale for McLaren Flint, MHG and MMG, and the changes noted in the Pay Grade
Change Administration section below. . ]

2. Effective the first full pay period after ratification of this Agreement, full-time employees will
receive a one-time lump sum bonus of $1,000, part-time employees will receive a one-time
fump sum bonus of $500, and casual employees will receive a one-time lump sum bonus of
$200.

Ay N

SECTION F. PAY GRADE CHANGE ADMINISTRATION. The following job classifications
experience pay grade assignment changes: o

McLaren Flint
1. Effective the first full pay period following ratification of this Agreement:

Housekeeper | — NTO1 to NT02 : )
Polysomnographer Tech — NT08 to NT09 .

Registered Polysomnographer Tech - NT10 to NT11

Monitor Tech — NTO5 to NT06

Phamacy Automated Systems Tech — NTO08 to NTO9.

Employees will receive an increase subject to promotional increase guidelines, but will not be eligible

to receive step movement as noted in Section G, below.

McLaren Lapeer Reglon
1. Effective the first full pay period following ratification of this Agreement:

» Housekeeping Aide — NTO1 to NT02
« Patient Scheduling Clerk and Patient Access Clerk — NTO5 to NT06
« Patient Scheduling Clerk Sr. — NT06 to NTO7.
Employees will receive an increase subject to promotional increase guidelines, but will not be éligible

to receive step movement as noted in Section G, below.

SECTION G. PAY EFFECTIVE THE FIRST FULL PAY PERIOD FOLLOWING DATE OF
RATIFICATION. Effective the first full pay period following date of ratification, seniority employees
will progress to the next step in their respective pay grade. Employees at the top of their respective
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pay grade prior to said step adjustment will receive a one-time lump sum payment equal to 2% of

their annual base rate.

SECTION H. PAY EFFECTIVE THE FIRST FULL PAY PERIOD, OCTOBER 2017. Effective the
irst full pay period of October 2017, seniority employees will progress to the next step in their
*ésbective pay grade. Einployees at the top of their respective pay grade prior to said step adjustment
vﬁll receive a one-time lump sum payr:r{ent equal to 1% of their annual base rate. '

SECTION |. PAY EFFECTIVE THE FIRST FULL PAY PERIOD, OCTOBER 2018. Effective the first
full pay period of October 2018, seniority employees will progress to the next step in their respective
pay grade. Employees at the top of their respective pay grade prior to said step adjusﬁnent will
‘eceive a one-time lump sum payment equal to 1% of their annual base rate.

SECTION J. PAY EFFECTIVE THE FIRST FULL PAY PERIOD, OCTOBER 2019. Effective the first
full pay period of October 2019, seniority employees wilt progress to the next step in their respective
»ay grade. Employees at the top of their respective pay grade prior to said step adjustment will
receive a one-time lump sum'paymént equal to 1% of their annual base rate.

SECTION K. PAY EFFECTIVE‘THE FIRST FULL PAY PERIOD, 'OCTOBER 2020. Effective the
first full pay period of October 2020, seniority employees” will progress to the next step in their
respective pay grade. Employees at the top of their respective pay grade‘prior.td said step -
adjustment will receive a one-time lump sum payment equal to 1% of their annual base rate.

ARTICLE49
WAGE INEQUITY

1 The Employer and Union recognize the i'nipqnanég of ensuring competitive 'compensation for

'employees. Both the Employer and the Union have the ability to request a meeting to review job
classifications that shows a need fof wage and/or classification adjustments. The requesting party
shall provide market data substantiating the claim. If mutual agreement can be reached it will be
‘done through a formal letter of understanding.
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ARTICLE 50

. PAY PRACTICES

At the time that any the Employer subsidiary implements the new payroll (time keeping) system, the
Employer reserves the right to standardize time and pay practices, and to implement the standardized

practices at the subsidiary. The Union will be provided with thirty (30) calendar day notice prior to the,

date of scheduled implementation, ddring which period the Union has the right to provide time]y
suggestions which may be considered by the Employer prior to its implementation which would occur
no later than thirty (30) calendar days thereafier. The Union reserves the right to timely grieve to
contend the Employer acted unreasonably.

ARTICLE 61
STRIKES AND LOCKOQUTS

Section A.

During the life of this Agreement the Union and/or any bargaining unit employee represented by
AFSCME Council 25 and/or Local 2650 under this contract, shall not cause, authorize,.sanction,
condone, or take part in any strike, ;yrhpathy strike, sit-down, stay-in, slow-down, work stoppage,
improper use of paid leave time associated with w_ork stoppage, curtailment of work, improper
unscheduled absences associated with work sfoppage. restriction of work, or interference with the
operations of the Employer of any kind for any reason, .including picketing of any McLaren Health
Care buildings, offices or premises because of a labor dispute with the Employer.

Section B.

The Union agrees that they and their officers will take prompt affirmative action to prevent or stop
unauthorized strikes, sympathy strikes, sit-downs, stay-lns slow-downs, work stoppages curtailment
of work, improper use of leave time associated with a work stoppage, improper unscheduled
absences associated with work stoppage, restriction of work, or interference with the operations o’
the Employer of any kind for any reason by notifying the employees covered under this contract, in
writing, that it disavows these acts. The Employer shall have the right to discharge any.or al
employees who violate Section A or B of this Article. The Grievance Procedure of this Agreement,
shall be available to any such employees only to contend that they had not participated or engaged ir.
such prohibited conduct.
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Section C.
The Employer will not lock out any employee during the term of this Agreement.

Section D.

The Employer reseives the right to seek injunctive relief and/or money damages in the event of
violation of Section A or B above. The Union reserves the right to seek injunctive relief and/or
monetary damages in the event of violation of Section C above.

. ARTICLE 52
SEPARABILITY AND SAVINGS CLAUSE

If any Article or Section of this Agreement, or any Appendix thereto, shall be held invalid by operation
of law or by any tribunal of competent jurisdiction, or if compliance with or enforcement of any Article
or Section shall be restrained by such tribunal pending a final determination as to its validity, the
remainder of this Agreement,.any Appendix thereto, or the application of such Article or Section to
persons or circumstances other than those as to which it has been held invalid or as to which
compliance with or enforcement of has been restrained, shall not be affected thereby.

The pames agree to immediately enter into negotlatuons to reach a mutual aooeptable Artlcle(s) or
Secllon(s) to replaoe the lnvalld Artlcle(s) or Sectlon(s) s -

ARTICLE 53
SUPPLEMENTARY AGREEMENT

Any supplem_ehfary agreement réat:ﬁed during the term of this Agreement shall be in writing and
signed by the parties and shall be made a part of the contract, subject to ratification of the parties. -

ARTICLE 54
SUCCESSOR

This Agreement shall be binding 'on a successor in accordance with law.

85




ARTICLE 55
SCOPE OF AGREEMENT ‘

Section A. . .
The parties acknowledge that dunng the negotiation which resulted in this Agreement each had the
unlimited right and opportunity to make demands and proposals with respect to any subject or matter

not removed by the law from the area of collective bargaininé and that the understandings and
agreements arrived at by the parties after the exercise of that right and opportunity are set forth in this
Agreement. Therefore, the Employer and the Union, for the life of this Agreement, each voluntarily
and unqualifiedly waives the right and each agrees that the other shall not be abligated to bargain
collectively with respect to any subject or matter referred to or covered by this Agreement, and with
respect to any subject or matter not specifically referred to or covered in this Agreement, even though
such subject or matter may not have been within the knowledge and contemplation of either or both
of the parties at the time that they negotiated or signed this Agreement.

Section B.

This Agreement supersedes all previous agreements, verbal or written, employee handbooks,
policies, etc., alleged practices exclusive of local operational practices, and constitutes the entire
Agreement between the parties. Any amendment or Agreement supplemental hereto shall not be
binding upon either party, unless executed in writing by the parties hereto.

ARTICLE 56
MHG CELLULAR TELEPHONES

The Employer will provide each Certified/Hospice/Home Infusion regular full-time and regulér part-
time field staff member with a cellular telephone to utilize in the performance of McLaren Homecare

Group business.

ARTICLE §7
DURATION OF AGREEMENT

Section A.

The provisions of this Agreement shall be effective upon ratification, and shall continue and remain in
full force and effect through September 30, 2021 and thereafter for successive periods of one (1)
year, unless either party shall, at least ninety (80) days prior to September 30, 2021, serve written
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notice on the other party of a desire to terminate, modify, alter, renegotiate, change, or amend this
Agreement. To terminate the Agreement, a certified written notice must be sent to the other party ten

(10) working days in advance of the date of termination.

Section B. . ; . S ] ,
IN WITNESS THEREOF, the Union and the Employer have caused this Agreement to be executed in
their names by their duly authorized representatives the day and year first above written. .

For AFSCME Council 25and For the Employer

Its Local Non-Tech Union 2650
Rockolle thleth ~ 3fz3hiT

Shawndrica Simmafis, Representative Réchelle Hfilett, Vice President of HR .
AFSCME Council 25 McLaregl Hint, McLaren Lapeer, MHG, MMG

Dfrel/Petérs, Director of HR
McLaren Lapeer, MHG, MMG

Kevin Herron, Local 2650

Rickie Wilson, Local 2650
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LETTER OF AGREEMENT

\b .
o\
MCLAREN MEDICAL GROUP o
- AND Ik
AFSCME COUNCIL 25 AND ITS NON-TECHNICAL EMPLOYEES UNION, LOCAL

2650 oot )
GARDIN T TIME EMPLOYEE STATUS DEFINITION

MCLAREN FLINT, MCLAREN LAPEER REGION, MCLAREN HOMECARE GROUP, ;

This Letter of Agreement is entered into this 10 day of October, 2016, by and between McLaren
Flint, McLaren Lapeer Reglon, McLaren HomeCare Group, McLaren Medical Group, (hereinafter
the “Employer”) and AFSCME Counell 25 and Its Non-Technical Employees Union, Local 2650
(herefnafter the “Union”).

WHEREAS the parties are collectively bargaining a successor collective bargaining
agreement, and acknowledge that this Letter of Agreement is necessary to address the issue of
part time employee status definition. The parties agree to resolve any issues pursuant to this-
Letter of Agreement to ensure part time employee status definition is clarified for those

employees hired prior to ratification of the successor agreement.

The parties agree and acknowledge as follows:

1. Effective upon ratification of the contract, part time employees are those who are
budgeted to work a minimum of forty (40) hours a pay period, but not more than sixty-

nine (69) hours per pay period.

2. Any employee within a recognized classification within this Bargaining Unit hired prior
to ratification, shall also be considered a part time employee for purposes of Paid Time
Off accruals if they work at least a minimum of thirty-two (32) hours, but not more than

thirty-nine (39) hours per pay period.

3. Any employee hired or transferred into the bargaining unit after the date of ratification
must meet the definition of part-time as referenced in paragraph one to be eligible for
Paid Time Off accrual.
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Dated this day of , 2016.

AFSCME COUNCIL 25 and MCLAREN FLINT, MCLAREN LAPEER

" . 'NON-TECHNICAL EMPLOYEES UNION, REGION, MCLAREN HOMECARE GROUP,
LOCAL 2650 .. . . © ©  MCLAREN MEDICAL GROUP
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Lb‘ ;dl
LETTER OF UNDERSTANDING . . g(\}/
Definition of Emplovee o\

THIS LETTER OF UNDERSTANDING is entered into on , 2016 by and
between MecLaren Flint, McLaren Lapeer Region, McLaren Medical Group, McLaren
Homecare Group (“Employer”) and AFSCME Council 25 Local 2650 (*Local 26507).

RECITALS

1. “The Employer and Local 2650 entered into a Collective Bargaining
Agreement (“CBA") which was effective on October 1, 2010, and expired on
September 30, 2014.

2. The parties are currently engaged in pegotiations for a successor
CBA.

3. During negotiations, the parties tentatively agreed to a proposed
Article 10, Definition of Employee.

4. The proposed Article 10, Definition of Employee, provides that
effective January 1, 2017, employees regularly scheduiled to work 70-80 hours in
a pay period are full-time employees.

5. The proposed Article 10, Definition of Employee, provides that
effective January 1, 2017, employees regulerly scheduled to work 40-69 hours in
a pay period are part-time and benefit eligible.

6. The proposed Article 10, Definition of Employee, provides that
effective January 1, 2017, employees regularly scheduled to work fewer than 40
hours in a pay period are part-time and not benefit eligible.

7. Because of the revised definitions for full-time and part-time
employment, the partics have agreed that certain McLaren Medical Group
m employees who are regularly scheduled to work 64-69 hours per pay
pei! dmllbeoﬁ‘eredanoppommtytoelecttoberegtﬂaﬂyscheduledtoworkm
hours in a pay period.

, THEREFORE, it is agreed as follows:
1.~ The partics agree that upon ratification of the new CBA, the attached tentatively

agreed to Article 10, Definition of Employee, will govern. Pursuant to Article 10, Definition of
Employee, revised definitions of full-time and part-time employment will be effective January 1,

2017.
< T
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2. EMve January 1, 2017, pursuant to the tentatively agreed to Article 10,
Deﬁnmon of Employee, employees who remain to be regularly scheduled to work between 64
"and 69 hours in a pay penod, will be ym—ﬁme employem and eligihle for part-time benefits as

provided for in the CBA.

3.  Employees covered by the CBA between the parties, who are McLaren Medical
Group managed ‘employees, and who at the time of ratification of ‘the successor CBA are
regularly scheduled to work 64-69 hours per pay period (“eligible employees™) will bave the
opportunity to elect to increase their hours to 70 in a pay period in order to meet the definition of
full-time as defined in Article 10 — Definition ;f Employee.

4. The ‘Employer will provide the Union with a list of current employees whose
authorized hours fall between 64 and 69 per pay period. Within 45 days of the ratification of the
successor CBA, eligible employees who wish to move to 70 hou.rs per pay must submit their
request to the Human Resources Depamnem. Thz change in scheduled hours for such
employees will become effective the first ﬁ.lll pay period in January 2017.

5. Any eligible employee whose name is not contained in the list provided pursuant
to Paragmph 4, above, wﬁl not have their scheduled hours mcreased, will be classified as part-
time employees, and be eligible for those benefits oﬂ'ued to part-time employees pursuxmt to the
CBA.

6. This Letter of Undeﬁtanding is eMve upon ratification of the CBA by the

parties.
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IN WITNESS WHEREOF, this Agreement was executive as of the day and year first

written above.
AFSCME COUNCIL 25, LOCAL 2650 " MCLAREN FLINT, MCLAREN
: LAPEER REGION, MCLAREN
MEDICAL GROUP, MCLAREN
HOMECARE GROUP
Dated: i Dated:
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McLaren Flint 1% 2017 First full pay after ratification

Range #.{ Minimum| - 1B RN R C Notastepf . . .| - AR PR R - Maximum
S A I 3 ] 4 8|81 Ty -8 I Midpolnt)--1.9: . A1 ] 42 [ 18 | S48
2 10.83 1141 11.48 11.80 1213 1245 1278 $ 1294 13.10 3.756 14.08 14.40 14.72 15.08
3 1142 11.77 12.11 12.45 12.79 13.14 13.48 13.65 13.82 4.51 14.85 15.19 15.54 15.88
4 2.14 12.50 12.87 13.23 13.60 13.96 143318 1451 14.69 15.42 15.78 16.15 16.61 16.87
5 2.98 13.37 13.76 14.15 14.54 14.93 1531 |$% 1551 15.70 16.09 16.48 16.87 17.26 17.65 18.04
6 3.88 14.29 14.71 1513 | $ 1554 15.96 16.38 16.58 16.79 17.21 17.62 18.04 18.46 18.87 19.29 |
7 4.89 15.33 15.78 16.23 16.67 17.12 17.87 17.78 | $ 18.01 1846 | $ 18.91 198.35 19.80 20.26 2069 '
8 5.94 16.42 16.89 17.37 | $ 17.85 18.33 18.81 19.08 19.28 19.78 20.24 20.72 21.20 21.68 22.16
9 17.05 17.56 18.07 18.58 49.09 18.61 20.12 20.37 20.63 21.14 21.65 22.16 22.67 23.19 23.70
10 18.24 18.79 19.34 18.88 20.43 2098 | $ 21.52 21.80 22.07 22.62 23.17 23.71 24.26 24.81 26.35
11 18.35 49.93 20.51 21.09 21.67 2225 | $ 22.83 23.12 23.41 23.99 24.57 25.16 25.74 26.32 28.80{
McLaren Flint 2017
:Range #.-IMinimum] " :
- o N T
10.94 16.20
11.54 15.69 16.04
12.26 16.68 17.04
13.11 15.07 1547186 1566 15.86 16.25 16.65 17.04 17.43 17.83 18.22

14.02

16.12 16654 |$ 1675 16.96 17.38 17.80 18.22 18.64 19.08 18.48

15.04 17.29 17.74 17.97 18.19 18.64 19.10 19.55 20.00 20.45 20.90
16.1 18.51 18.99 19.24 19.48 19.96 20.44 20.93 2141 21.89 22.38
17.2 19.80 20.32 20.58 20.84 21.35 21.87 2239 22.90 23.42 23.93
18.4 21.19 21.74 22,02 2229 | $ 2284 23.40 23.95 24.50 25.06 25.61

23| ~|ojn|alwln

McLaren Flint

Range &+ Minimum| T DETCHE

R0 Gy T . ¢ 5 e 9 VAR
2 11.04 R X . . . . 14.69 [ § 15.
3 11.85 R K . 1550 | § 15.
4 12.38 . . . A 16.47 16.84 17.21
5 13.24 X X . X 17.81 18.01 18.40
6 14.16 . e X 18.83 19.25 19.68
7 15.18 . « X . 20.20 20.65 21.11
8 16.26 62 221118 2260
9 17.39 .13 23658 2417
10 18.61 .75 2531 |$ 25.86
11 19.74 . . X A 26.25 26.84 27.44




McLaren Flint 1.0% 2019 First full pay in October

‘Ranfja # [Minimum] - B AT
[REAEres] ARG SVl I L 34T T
2 11.16 11.49 44.82 1216 | $ 12.49
3 11.77 12.12 12.48 12.83 13.18 13.53
4 12.51 412.88 13.26 13.63 14.01 14.38
5 13.37 13.77 14.17 14.58 14.98 15.38
[ 14.30 14.73 15.18 15.58 16.01 16.44
7 15.34 15.80 16.26 16.72 17.18 17.64
8 16.42 16.91 17.41 17.90 18.39 18.88
9 17.57 18.09 18.62 19.15 19.67 20.20
10 18.79 19.36 19.92 20.48 21.05 21.61
11 b 19.94 20.53 21.13 21.73 22.33 22.93
McLaren Flint First full pay in October
Rangs# TMininium] ¥ i 3 : T a: i R R e R AL
[ ] i B B, AR SRR SRl Sl A I
2 14.27 12.28 13.97 14.31 14.65 14.98 156.32
3 11.89 1296 | $ 14.74 15.10 15.45 15.81 18.17
4 12.63 13.77 b 15.67 16.04 16.42 16.80 17.18
5 b 13.51 14.72 b 16.76 17.15 17.56 17.96 1837 | $ .
[ 14.44 15.74 b 17.91 18.34 18.77 19.21 19641 $ 20.07
7 b 1549 16.89 b 19.21 19.67 20.14 20.60 21.07]$ 2153
8 16.58 18.08 3 20.57 21.08 21.56 22.06 2256 | ¢ 23.05
9 17.74 19.34 b 22.00 22.53 23.06 23.60 24.13 24.66
10 18.98 20.69 b 23.54 24.11 24.68 25.25 25.81 26.38
11 20.14 21.95 b 24.97 25.67 26.18 26.78 27.38 27.99




McLaren Lapeer 2017 Flrst full pay after ratif catlon

R 1| MIFIpriFy, i T Wi

AR | EE R {4HE A4 I BEES
2 10.10 10.40 3 12 83 13431 $ 13.74
3 10.33 10.64 13.12 13.74 14.05
4 10.98 11.31 13.94 14.60 14.93
5 11.72 12.07 14.88 15.59 15.94
6 1257 [ $ 1295 15.96 16.72 17.10
7 13.44 13.84 17.07 1788 | $ 18.28
8 14.39 14.82 18.28 b 19.14 19.57
9 15.40 15.86 b 19.56 b 20.48 20.94
10 b 20.93 b 21.92

1% 2017 Flrst full pay in October
sRaneut mmmnmmmmm%mﬁm&mmmmmw ﬂiﬁ?&ﬂﬁﬁmﬁmﬂﬁﬂ
ShICEE DU R B L BT I TR U :

LY
2 3 10.20 10.51 10.81 1112 11.43 11.73 12.04 42. 96 13.26 3 13.57 - 13.87
3 10.43 10.75 11.06 11.37 11.69 12.00 12.31 12.62 12.94 - 13.25 1356 | $ 13.88 14.19
4 11.09 11.42 11.76 | § 12.09 12.42: 12.75 '13.09- 13.42 13.75 14.08 14421 $ 1475 15.08
5 b 11.84 1219 ] 8 1255 $ 12.90 13.26 13.61 13.97 14.32 14.68 15.03 1539 § 15.74 16.10
6 b 12.70 13.08 | $ 1346 % 13.84 14.22 1460 | § 1498 15.36 15.74 '16.12 1650 | $ 16.89 17.27
7 b 13.57 13.98 1439 [ § 14.80 1520 [ $ 1561 |$ 16.02 16.43 1683 | $ 17.24 17.65 18.05 18.46
8 b 14.53 14.97 15.41 15.84 16281 $ 16.71 17.15 17.59 18.02 18.46- 18.89 19.33 19.77
9 b 15.55 16.02 16.49 16951 % 174218% 1789]$ 18.35 18.82 19.29 19.75 20.22 2069 % 21.15
10 b 16.64 1714 | $ 1764 |5 18143 1864 $ 1914 5 19.64 2014 $ 20.64 21.14 21.64 2214 | $ 2264
[McLaren Lapeer 1% 2018 First full pay in October : :

Rantie ¥:] Mialn l-i L T L [ e i st Y s M Idpaing | [ iEa st R et R el Slein i BH MEdmilim|

HOBIRER Hrt’.a"m% U R ER e TR 6 B A R R S R R e o B T R S SRR I HIERA 5
2 [$ 10.30 | 10 61]% 1092] % 11.23 11.54 11.85 12.16 12.47 12.78 13.08 13.39 13.70 14, 01
3 10.54 1085| § 11.17 -11.49 11.80 1212 12.43 12.75 13.07 13.38 13.70 14.02 14.33
4 11.20 11.54 11.87 12.21 12.54 12.88 13.22 13.55 13.89 14.22 14.56 14.90 15.23
5 11.96 1231 | $ 12.67 13.03 13.39 13.75 14.11 14.47 14.82 15.18 15.54 15.90 16.26
6 b 12.82 13.21[ $ 13.59 13.98 14.36 14.75 15.13 15.52 15.90 16.28 16.67 17.05 17.44
7 b 13.71 1412 $ 14.53 1494 | $ 15.36 16.77 16.18 16.59 17.00 17.41 17.82 18.23 18.65
8 b 14.68 15.12| $ 15.56 16.00 16.44 16.88 [ § 17.32 17.76 18.20 18.64 19.08 19.52 19.96
9 b 15.711 $. 16.18 16.65 1712] $ 17.59 18.07 | § 18.54 19.01| $ 19.48 19.95 20.42 20.89 21.36
10 b 16.81 17.32|$ 1782 % 1832| § 1883 19.33 | § 19.84 20.34 | $ 20.85 21.35]| $ 21.85 2236 | $ 22.86
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McLaren Lapeer 1.0% 2019 First full pay in October
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10.41 10.72 b 11.03 | $ 1134 b 11.65

3 10.64 10.96 1128 | $§ 11.60 11.92
4 11.31 11.65 11.99 12.33 12.67
5 1208 | $ 1244 12.80 13.16 13.52
6 1295| $ 13.34 13.73 1412 $ 14.50
7 13.85]| % 14.26 14.68 15.09 | § 15.51
8 14.83 15.27 15.72 16.16 | § 16.61
9 15.87 16.34 16.82 17.29 | § 17.717
10 16.98 1749 |$ 1800 $ 1851 | § 19.02

[McLaren Lapeer 1.0% 2020 First full pay in October

cRange#LMInimdme][s R A S e HE T e HAHNE s R Ead Eatier ket Xl

TR Le EL i Pl :"54&5 L‘ B e SRR AR iR i 4 ERA G A AU TR 2 RSN B L AR R R ST
2 10.51 1083 |$ 1114 | $ 114685 11.77 1209|$ 1240 | $ 1272|$ 13.03] $ 1335 13.66 13.98 14.29
3 10.76 11.07 | $ -11.39 11.72 1204 | $ 1236| $ 12.68 - 13.01 1333 | $ 1365| ¢ 13.97 14.30 14.62
4 1143 | $§ 11.77 12.11 12.45 12.80 13.14| § 13.48 13.83 14.17 14.51 14.85 15.20 15.54
5 12.20 | $§ 12.56 12.93 13.29 13.66 14.03 14.39 14.76 15.12 15.49 15.85 16.22 16.59
6 13.08 | $ 1347 13.87 1426 [ $ 1465]|$ 15.04 1543 | § 15.83 16.22 16.61 17.00 | § 17.40 17.79
7 b 13.99 14.41 14.82 1524 | $ 1566 | $ 16.08 16.50 16.92 17.34 17.76 18.18 | $ 18.60 19.02
8 14.97 1542 | $§ 15.87 16.32 16.77 | § 17.22 17.67 18.12 | $§ 18.57 19.02 1947 19.92 20.37
9 16.03 1651 ] $ 1699 ]|$ 1747 |6 1795|$ 1843{ 5 18.91 1939 | $§ 19.87 20.35 2083 | $ 21.31 21.79
10 17.15 1766 | $ 1818 | % 1869 |$ 19.21|$ 19.72| $ 20.24 20.75| $ 21.26 21.78 2229 | $ 22.81 23.32




[wHG 2017 Flrst fulI a aﬂer ralification
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b 10.10 1010 $ 1026 | $ 10.51 10.75 11.00 11.25
$ 10.33 10.60 10.86 11121 $ 11.38 11.65 11.91
10.98 11.26 11.53 1181 8% 12.09 1237 12.65
11.61 11.90 12.20 1249 | $ 12.79 13.08 13.38
12.43 12.75 1306 | $ 13.38 13.69 14.01 14.33
13.35 13.69 14.03 14.37 14.71 15.04 15.38
b 14.60 14.97 15.33 15.69 16.05 16.41
b_15.64 16.03 16.42 16.81 17.19 17.58
$ 16328 16.73 17.15 17.56 17.97 18.39| § 18.80
b 17.92 18.36 1880 | $ 19.25] $- 19.69 | $ 20.14

HEI LRI EI EIE DA BN

in October
TR ]
@%

] 10 10 10.10 [ $ 10.11 10.36 10.61 10.86 1.1 11.36
b 10.17 1044 [ $ 10.70 10.97 11.23 11.50 11.76 12.03
b_10.80 11.09 11.37 11.65 11.93 12.21 12.50 12.78
b 11.43 11.72| $ 12.02 1232 | $ 12.62 12.92 13.29 13.51
b_12.24 12.55 12.87 13.19 13.51 13.83 14.15 14.47
1143 1.77 12.11 12.45 1280 | $ 1314 $ 1348 13.82 14.17 14.51 14.85 15.20 15.54
b
b
b
b

14.02 | § 14.38 14.75 15.12 15.48 15.85 16.21 16.58
15.02 15.41 15.80 16.19 16.58 16.97 17.37 17.76
16.06 | $ 16.48 1690 (- $§ 17.32 17.74 18.15 18.57- 18.99
1720 [ $ 17.65 18.10 1854 |$ 1899 | $ 19.44 19.89 20.34

13.97 14.38 1480 | $ 1522{$ 15.64
1495 | $ 1540 1585({ $ 1630{ $ 16.75

MH . 1% 2018 First full pay in October - .
i Heleinil i AR [ dpBinfi kv g Rt A ] ) Maximiim|
it R R R T L ; R BEET A o B il RO HE R RS e ‘31‘ 114 H71E

1010 [ $ 10.10 10.10 1010 [ $ 10.10 10.10 10.10 1021 | $ 10.46 10.72 10.87 11.22 | $- 1148
10.10 10.10{ $ 10.10 10.10 10.10 10.27 10.54 1081 | $ 11.08 11.34 11.61 11.88 12.15
10.10 10.10 10.10 10.34 10.63 10.91 11.20 1148 | $ 11.77 12.05 12.34 12.62 12.91
10.10 1034 $ 10.64 10.94 11.24 11.54 11.84 12.14 12.44 12.74 13.05 13.35 13.65
10.75 11.07 11.39 1.7 12.04 12.36 12.68 13.00 13.33 13.65 1397 [ $ 14.20 14.61
11.54 118918 12.23 12.58 12.92 13.27 13.62 13.96 1431 14.66 15.00 15.35 15.69
12.31 12.68 13.05 13.42 13.79 | $§ 14.16 14.53 14.90 15.27 15.64 16.01 16.38 16.74
13.58 . 14.77 15.17 15.56 15.96 16.35 16.75{ 8% 1714[$ 1754 17.94
14.10 1453 | $ 14.95 15.37 15.80 16.22 16.64 17.07 17.49 1791 $ 18.34 18.76 19.18
15.56 16.01 16.46 16.92 17.37 17.82 18.28 18.73 19.18 | § 19.64 20.09 20.54
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MHG 1.0% 2019 Flrslfull a |n 0ctober

Range #ii|MInimui [SEns st AT E A N R E I AL |

A D R RE A A0 BRI 2 T4t
1 10.10 10.10 ] 10 10 b 10 10 b 10.57 10.82 11.08 11.33 11.59
2 10.10 1010 $ 10.10 10.10 | $ 10.10 10.38 b_10.65 b _11.19 11.46 11.73 12.00 12.27
3 10.10 1010 [ $ 10.16 10.45 10731 $ 11.02 11.31 11.88 12.17 12.46 12.75 13.03
4 10.14 10.44 10.74 1105/ 8% 11.35]$ 11.66 11.96 12,57 12.87 13.18 13.48 13.78
§ b_10.85 11.18 11.50 1183 $ 1216 $ 1248 12.81 1346 13.78 14.11 1444 | $ 1476
6 11.65|$ 12.00 12.35 1270 | $ 13.05] % 1340 13.75 14.45 1480 | $ 15.15 15.50 15.85
7 1244 [ $ 12.81 13.18 13.55| % 1393|8$ 14.30 14.67 15.42 15.79 16.17 1654 | $ 16.91
8 b 13.32|$ 13.72 14.12 1452 [ § 14.92 156.32 15.72 16.52 16.92 17.32 17.72]| $ 18.11
9 1425 [ § 14.67 15.10 1553 [ § 15.96 16.38 16.81 17.66 18.09 1852 | $ 18.95 19.37
10 b 15.26 | $ 15.71 16.17 1663 | $ 17.09 17.54 18.00 b 18.92 | $ 19.37 1983 | $ 2029 | $ 20.75

MHG 1.0% 2020 First full ay in Oclober :

Ranpe ALY Al Rl R R T g AHHE 5 dpointy SRt i R | B HIG 5 o1 Makimum|

gl %‘. PRI I A A0 s el IR HB by G IIIERT ; i E0: TR i AN 3y 45

10.10 10.10 10.10 10.10 10.10 10.10 10.16 10.42 10.67 10.93 11.19 11.45 1.7
10.10 10.10 10.10 10.10| $ 10.21 10.48 10.75 11.03 11.30 11.57 11.85 12.12 12.39
10.10 10.10 10.26 1055 | § 10.84 11.13 11.42 11.74 12.00 12.29 12.58 12.87 13.16
10.24 10.54 10.85 11.16 1147 11.77 12.08 12391 $ 12.69 13.00 13.31 | $ 13.61 13.92

S@GNOUIAGN-!:.‘

b 1096 | $ 11.29 11.62 11.95 1228 | $ 12.61 12.94 13.26 13.59 13.92 14.25 | $ 14.58 14.91
M.77[$ 1212 12.48 12.83 13.18 13.54 13.89 14.24 14.60 14.95 15.30 15.66 16.01
1256 | § 12.94 13.31 1369 | $ -14.07 14.44 14.82 15.20 15.57 15.95 16.33 16.70 17.08
1345| $ 13.86 14.26 14.66 15.07 15.47 15.87 16.28 16.68 17.09 17.49 17.89 18.30
1439 | $ 14.82 18.25 15.68 1611 |$ 1655| 9% 16.98 17.41 17.84 18.27 18.70 19.14 19.57
1541 [ $ 15.87 16.33 16.79 1726 | $ 17.72 18.18 18.64 19.11 19.57 20.03 20.49 20.95




1%

2017 Flrstfull D3 aﬂer ratlﬁcat'

=il fhiss [MIdpoInt IR IR EURE Ul )
35 ARH e PRl vR e O
X 1095[$ 11.27 11.59 b 12.23 12.55 12, 87 b 13.19 X
11.40 11.74 [ §.12.09 12.43 13.11 13.46 1380 | $ 14.14 14.48 X X 15.51
12.18 12.55 12.91 13.28 14011 $ 1437[§ 1474 15.10 15.47 1583 $ 16.20 16.57
13.05 13.44 13.83 14.22 1501|$ 1540 $ 15.79 16.18 16.57 16.96 17.36 17.75
13.98 14.40 14.82 15.24 1608 | $ 1649 $ 16.91 17.33 17.75 18.17 1859 $ 19.01
1497 | $ 1542 15.87 16.32 $ 1721 $ 1766 $ 18.11 18.56 19.01 19.46 1991 | $ 20.36
MMG 1% 2017 First full pay in October -
‘RENGOHFE Minhgtnm L i SR ke 5 i o T B T Y B e R D B e b P e B Maxiftini
REEIEhRI .‘Bﬂﬁ?%'tﬁ?&"é&ﬁ” FEAHE A B R 53*?31' 7 s I g R [ R 07y A ARSI AT 48
5 10 74| $ 11.06 11.39 11.71 12.03 12.35 12.68 13.00 13.32 13.64 - 13.96 1429 | $ 14.61
11.52 11.86 12.21 12.55 1290 | $ 13.24 13.59 13.94 14.28 14.63 1497 | $ 1532 15.66
7 b 12.30 1267 $ 13.04 13.41 13.78 | $ 14.15 14.52 1489 | $ 1525 1562 $ 1599 16.36 16.73
8 13.18 13.58 | $- 13.97 14.37 1476 | $ 1516 ] $ 15.55 1595|$ 16.34 16741 $ 17.13 17.53 17.92
9 b 14.12 14.54 1497 $ 15.39 1581 | $ 16.24 1666 | 1708 $ 17.51 17931 $ 18.35 18.78 19.20
0 15.12 16.02| $ 1648 . b b 17.84 18.29 ] b 20.11 20.56
EE? @mmmg .:ﬂ@a
3‘5!‘4, ’ﬁiﬁﬁ?‘}ﬁ‘ﬂ g i
5 X 11.50 K K X . . K
6 11.63 11.98 12.33 12.68 13.03 | ¢ 13 38 13.73 14.01 14.42 14.77 15.12 15 a7]$ 15.82
7 12.43 12801 $ 13.17 13.54 13.92 14.29 14.66 15.03 1541 $ 15.78 16.15 1653 | $ 16.90
[] 13.31 13.71 14.11 14.51 14.91 15.31 15.71 16.11 16.51 16.91 17.30 17.70 | $ 18.10
9 1426 | $ 1469] ¢ 15.11 1554 | $ 1597 ] $ 16.40 16.83 17.25 17.68 18.11 18.54 1896 | $ 19.39
10 1527 | $ 1573 |6 16.19| $- 1664 $ 1710|$ 1756 18.02 1848 | $ 18.93 19.39 [ $ 19.85 2031($ 2077
MMG 1.0% 2019 First full pay in"October
Rangei#i MInimam 51 SRR SRR SR T g I olntn e Ra R R e i st e st A MaximGn
Hi: i B A DS R 6! ifi8 b e R L B N o R R I B IR
b 11.29 11.62° 11941 % 1227 1260 | $ 1293] 8 13.26 13.59 13.92 14241 % 14.57 14.90
b 12.10 12.45 1281 $ 13.16 1351 $ 13.86 14.22 14.57 14.92 15.27] $ 1563 15.98
12.93 13.30 13681 $ 14.06 14431 $ 14.81 15.19 15.56 15.94 16.31] $ 16.69 17.07
13.85 14.25 1465($ 15.06 1546 | $ 15.86 16.27 16.67 | $ 17.07 1748 | $ 17.88 18.28
14.83 15.27 1570/ § 16.13 1656 | $ 16.99 17.43 17.86 1829186 18721 $ 1915 $ 19.59
b 15.88 16.35 16.81 17.27 1774 $ 18.20 18.68 1912 $ 1959{$ 2005|$ 2051]$ 20.97




MMG 1.0% 2020 First full pay in October
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5 b 11.07 11.40 11.73 12.06 | $ 12.40 12.73 13.06 14.06 14.39 14.72 15.05
6 11.87 12.22 12.58 1293 | $ 13.29 13.65 14.00 1507 § 1543 15.78 16.14
7 12.68 13.06 13.44 13.82 14.20 14.58 14.96 16.10 16.48 16.86 17.24
8 13.58 13.99 14.39 14.80 15.21 15.62 16.02 17.25 17.65] $ 18.06 18.47
9 b _14.55 14.98 15.42 15.86 1629 | $ 16.73 17.16 18.47 1891 % 1935 19.78
10 15.58 16.04 16.51 1698 | $ 17.45 17.91 18.38 19.78 2025 $ 20.72 21.18




APPENDIX B - PAY RANGES - McLaren Flint

Classification | Class/Hfication
NT02 NTO06
Job Code Job Code
G7A00025 | Housekeeper | (G7A00015 | Clinical Nutrition Tech .
G7A00026 | Housekeeper il G7A00016 | Clinical Patient Scheduler -
G7A00005 | Commercial Clerk (NT)
NTO03- G7A00023 | EKG Tech
Job Code (G2A00004 | Endoscopy Tech .
GBA00003 | Clerk | G7A00027 | Inventory Control Specialist
G7A00008 | Distribution Clerk G7A00018 | Inventory/Physician Billing Coord.
G7A00059 | Lead Worker - Housekeepin (G7A00061 | Laboratory Assistant
G7A00013 | Medical Records File Clerk (NT' G7A00031 | Library Tech
GBA00002 | Receptionist G7A00034 | Monitor Tech
G7A00056 | Transporter G7A00040 | Patient Service Rep
G7A00057 | Truck Driver G2A00042 | Pharmacy Tech
G7A00058 | Unit Clerk
NT04 G7A00039 | Patient Registration Clerk
Job Code G7A00052 | Certified Central Processing Aide
G7A00083 | Area Lead Worker
G7A00002 | Case Management Assistant NTO7
G7A00053 | Central Processing Aide Joh Code
GBA00004 | Clerk Il (NT) G7A00004 | Billing Clerk (NT)
G7A00006 | Credit Clerk (NT) G8N00023 | Financial Counselor (NT)
G7A00007 | Customer Service Clerk - G2A00043 | Lead Pharmacy Tech
G7A00020 | Dialysis Assistant (G7A00038 | Patient Inquiry Rep (NT)
G7A00012 | Material Distribution Clerk G7A00048 | Psychiatric Tech
G7A00033 | Medical Assistant G7A00028 | Senior Laboratory Assistant
G7A00050 | Receptionist/Medical Assistant
G7A00054 | Storekeeper NTO08
G7A00055 | Telephone Operator / Reception Jobh Code .
G7A00019 | Coordinator Patient Accounting (NT)
NTOS G7A00022 | EEG Tech :
Job Code )
GBAQ0005 | Cashier NTO08
G7A00021 | Digpatcher Job Code -
G7A00035 | Nurse Assistant Il G7A00070 | Pharmacy Automated Sys Tech
G7A00037 | Patient Care Tech (32A00003 [ Polysomnographer Tech
G7A00044 [ Phlebotomist :
G7A005 Team Leader NT10
G7A00045 | Therapy Aide Job Code
G7A00064 | Registered EEG Tech
NT11
Job Code
G7A00047 | Registered Polysomnographer Tech

99



McLaren Lapeer Reglon

Classification Classlfication
NTO1 None NTO06
Job Code
NTO02 L7A00004 | Client Svc Rep
Job Code L7A00008 | ER Patient Access Clerk
L7A00009 | Housekeeping Alde L7A00032_| Medical Asst
L7A00010 | Housekeeping Attendant L7A00025 | Ob Tech Unit Clerk
L7A00026 | Patient Access Clerk
NT03 L7A00028 | Patient Scheduling Clerk
Job Code L7A00049 | Pharmacy Tech |
L7A00005 | Communication Clerk L7A00051 | Phlebotomist
L7A00006 | Dietary Cashier Aide L7A00037 | Staffing Clerk
L7A00035 | Receptionist L7A00040 | Sterile Processing Tech Cert
L7A00043 | Transporter L7A00042 | Surgery Clerk
L7A00045 | UC Monitor Tech
NTO04 L7A00046 | Unit Clerk
Job Code L7A00047 | Unit Clerk Nurse Aide
L7A00038 | Electronic File Film Clerk
L7A00014 | Maintenance Clerk NTO07
L7A00015 | Material Dist Clerk Job Code
L7A00023 | Nurse Aide L7AC0027 | Patient Scheduler Sr
L7A00030 | Physical Therapy Aide L7A00039 | Sterile Processing Tm Lead
L7A00033 | Radiology Aide
L7A00041 | Storeroom Clerk NTO8
L7A00048 | Switchboard Operator Job Code
L7A00044 | Transporter Nurse Aide L7AG0050 | Pharmacy Tech ||
NTOS ‘NT09 None
Job Code
L7A00001 | Cardio Pulmonary Clerk NT10 None
L7A00003 | Clerk Radiology
L7A00022 | Nuclear Medicine Clerk
Nurse Aide Il
L7A00024 | Nurse Aide Monitor Tech
L7A00031 | Physical Therapy Clerk
L7A00036 | Seamstrass
'L7A00007 | Sterile Processing Tech NonCert
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McLaren Medical Group

Ii Classlification
I
'|Job Code
- |[F8A00001  [Clerk |
6
JJob Code
_|F8AQ0004 Receptionist
7
lJob Code
FBA00001  |Clerk Il
8
Job Code :
F7A00002  |Medical Assistant
F7A00001  {ReceptionistMA
F7A00004 |[MA/Receptionist/Insur Ref Spec
9
Job Code
None None' -
" [0
Job Code
None None
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McLaren Home Care Group

[x Classification

Fob Code

None None
2

Job Codg

D7AQ0011 File Clerk

3

[
D7A00016 Receptionist
D7A00002 iWarehouse Clerk
D7A00018 Clerk |
D7A00013 Housekeeper

4

Cod
D7A00003 Clerk Il

5
Job Code
D7A00017 Customer Service Rep |
D7A00008 Driver |

\Job Code
D7A00006 Customer Service Rep !
D7A00003 Warehouse Clerk Il

D7A00012 Home Health Alde

7

[o]

D7A00007 Customer Svc Rep I1l
D7A00009 Driver i

D7A00005 MHG Cook

8
ob Coda

D2A00001 Respiratory Asst
D7A00014 Pharmacy Tech

D7A00018 Respiratory Customer Sve R

9
Co .
None None
10
Coda *
None None
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LETTER OF AGREEMENT

MCLAREN FLINT, MCLAREN LAPEER REGION, MCLAREN HOMECARE GROUP,
MCLAREN MEDICAL GROUP
AND
AFSCME COUNCIL 25 AND ITS NONTECHNICAL UNIT, LOCAL 2650

REGARDING PART TIME EMPLOYEE STATUS and BENEFITS

This Letter of Agreement 13 entered into this 10th day of February, 2017, by and between McLaren
Flint, McLarea Lapeer Region, McLaren HomeCare Group, McLaren Medical Group, (hereinafter
the “Employer™) and AFSCME Countil 25 and its NonTechnical Union, Local 2650 (bereinafter

the “Uaion™).

WHEREAS the parties have bargained a successor collective bargaining agreement, and
ackmowledge that this Letter of Agreement is necessary to address the issue of part time
employee status definition, access to benefits, and employee premiums. The parties agree to
resolve any issues pursuant to this Letter of Agreement to ensure part time ¢mployee status
definition, access to benefits, and employee premiums are clarified for those McLaren Flint
employees hired prior to ratification of thre successor agreement and proviousty classified as part-
time under the prior.collective bargaining agreement.

The parties agree and acknowledge us follows:

1. Effective upon ratification of the contract, part time (benefit-cligible) employees are
thoge who are budgeted to werk a minimum of forty (40) hours a pay period, but not
mare than sixty-nine (69) hours per pay period.

2. A part time (bénefit-eligible) employoe at McLaren Flint with authorized hours of 40-69
per pay hired prior to ratification and who was paying full-time premiums at time of
contract retification (either based on the average hours worked calculation or whose
avthorized hours were 64-69/pay period from the prior contract) will contimue to pay foil-
time premium until he/she moves to an ineligible status or through the end of 2017,
whichever comes first.

3. All other part time (benefit-eligible) employees at McLaren Flint with authorized hours
of 40-69 per pay hired prior to mtification and who were paying the 25% part-time
premium at time of contract ratification (based on average hours worked calculation from
the prior contract) will contimse to pay the part-time premium until he/she experiences a
status change.

4. A part-time (non-benefit eligible) employee, as of date of ratification, will have their
benefits terminated as of February 28, 2017. Said employeces shall be eligible for benefits
in the foture in the event they transition to a benefit-eligible status,



Dated this. hdayof Manck 2017,

AFSCME COUNCIL 28 and MCLAREN FLINT, MCLAREN HOMECARE
NONTECHNICAL UNION, LOCAL 2650 - GROUP, MCLAREN MEDICAL GROUP,
. MCLAREN LAPEER REGION
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